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Abstract 
A great deal of research has been done to understand leadership styles in different organizational 
settings. In this study, the researcher focused on the leadership practices of university presidents 
of land-grant universities (LGUs) in the United States. The study examined the leadership 
practices of presidents of land-grant universities as described by Kouzes and Posner (2002). 
Moreover, this study aimed to find whether a difference existed among university presidents in 
terms of leadership practices. Using a mixed research method, the researcher conducted an 
individual LPI self-survey and five interviews to answer the research questions. The findings 
indicate that university presidents engaged highly in all five leadership practices that were 
discussed by Kouzes and Posner (2002). University presidents understand the importance of each 
practice that impacts the quality of leadership as well as the organizational performance. 
Furthermore, the study indicated there is a difference in terms of leadership practices among 
university presidents. In sum, there was a unique pattern established among the presidents at 
land-grant universities related to leadership practices. First, the leadership practice of “Enabling 
Others to Act” is the main practice, although presidents could somehow not detach it from the 
concept of “Modeling the Way.” Presidents discussed the importance of enabling others while 
they related to modeling the way or vice versa. The second part of the leadership model is that 
the leadership practices model a “process” in which all five practices work together to achieve 
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Leadership is an attribute, influenced by a variety of factors that has an impact on the 
processes of an organization. It has been studied in various professional contexts ranging from 
business organizations to educational environments. As indicated by McCaffrey (2010), the 
study of leadership from a scientific viewpoint based on the principles of research can be traced 
back to the beginning of the twentieth century. However, there is still ambiguity about the role of 
leadership in higher education (Portney, 2011). There is lack of researches on the role of 
leadership of university presidents of land-grant universities (LGUs). 
Extensive investigation has been carried out on leadership, with specific focus on the role 
of leadership in organizations. Over time, many theories have been presented that have 
broadened the understanding of management towards the role of leadership in determining the 
competitive position of an organization in the market. The emergence of extensive literature 
related to leadership and its essence has made it a difficult task to define the concept of 
leadership. Northouse (2010) holds that research scholars and organizations have adopted 
different perspectives to develop an understanding about the concept of leadership. This 
understanding ranges from defining leadership as an inborn trait to the outcome of the process of 
interaction between a manager and subordinates. 
Daft and Lane (2008) have asserted that leadership can be perceived as an interaction 
between the one who is leading and the group of followers, both of whom share a common 
objective. Additionally, the leader possesses the power to influence, persuade, or motivate these 
followers to pursue the chosen path, which is assumed to lead to desired changes. Leaders can 
take on different activities and practices to nurture an organization and help it move in a positive 
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direction. A leader is responsible not only for the designing of a plan of action, but also for the 
successful implementation of the plan of action (Northouse, 2010).  
Kouzes and Posner (2002) focused on the transformational role of leaders within the 
context of an organization and have identified five principles: “modeling the way, inspiring a 
shared vision, challenging the process, enabling others to act, and encouraging the heart” 
(Kouzes & Posner, 2002; p. 13). Each of these principles is linked to the concept of the role of 
leadership as bringing about a positive change in an organization that leads to organizational 
growth and development.  During an economic downturn, the model of leadership presented by 
university presidents seems to hold greater value for the success of institutions. A leader must 
facilitate the process of growth for an organization and its resources to make it strategically 
competitive in the market. From an academic perspective, the success of a university is not based 
on the revenue it is able to generate, but on the level of scholars it produces and the amount of 
extensive research work it carries out.  
It should be kept in mind that leadership cannot be limited to business entities alone, as it 
is also considered to be an integral part of the academic arena. Colleges and universities, as with 
business organizations, need guidance from their management to regulate their different 
processes. The various processes managed by the Institute of Higher Education can be sorted 
into two broad categories: educational and extracurricular activities. Each of these processes 
requires a certain degree of expertise from management and university authorities.   
The success and regulation of academic institutions, particularly higher educational 
institutions, are dependent upon the quality of leadership they have. A manifestation of this is 
evident in the form of university presidents who are responsible for managing the different 
activities in the university. These leaders need to develop a course of action that can help them 
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achieve the objectives of their educational institutions while continuing to focus on growth and 
development (Kramer & Swing, 2010).   
The presence of leaders in the form of a university president is of strategic importance as 
well because many decisions they make can have a long-term impact on the functioning and 
development of the educational institution (McCaffery, 2010). Thus, a leader is bridging the gap 
between the internal and external environments of the university. Moreover, and the leader is 
responsible for providing the academic institution with the appropriate guidance needed for 
growth and development of the students, faculty, and reputation of the institution. 
The strategic and facilitative roles of university presidents are associated with many 
responsibilities they must fulfill during the course of their tenure. Arx (2009) has offered a 
comprehensive view of the different sets of responsibilities allocated to the position of a 
university president. They range from simple tasks such as attending meetings to complex issues 
such as maintaining quality and decorum and facilitating development of the institution. Arx 
(2009) has further elaborated that these responsibilities are related to two different sets of 
customers that universities deal with: internal customers and external customers.  
Internal customers for a university are students, faculty, and personnel responsible for 
overall administration. External customers, within the context of an educational institution, are 
the stakeholders outside the academic domain who are connected with the university, such as 
people or organizations that make donations, the government that formulates working policies, 
and the economic institutions themselves.  
A university president has to effectively and efficiently deal with the different types of 
challenges occurring in the internal and external environments. These challenges can range from 
development of new academic policies at the level of government, education boards, to declines 
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in the demand or interest in a particular field of study. While trying to meet these challenges, 
university presidents seem to rely on various leadership styles that they perceive as effective for 
their academic institutions (Brown, 2006). 
A university president, as a leader, manages the different processes within the academic 
institution. The president also must manage all the processes and educational and extracurricular 
activities as effectively as possible. A university president must also keep a thorough check of 
the changes occurring in the external environment of the university and take the necessary 
measures to respond to those changes. 
One of the major external challenges faced by the academic institutions in the United 
States is related to the financial constraints that arose from the financial crisis. This crisis has had 
a considerable impact on the functioning of the academic institutions. Stern (2008) has reported 
that the economic downturn has given rise to increased fees, reduced budgets, and associated 
pressure to manage the deteriorating financial condition in a more effective manner.  It has also 
been suggested that because many academic institutions have been affected by a rapid decline in 
the economy during the recession, the ratio of funding and donations that they receive has 
become more critical to their survival.  
The global economic downturn has given rise to financial limitations in the United States 
as well, with universities facing a decline in the ratio of funds that they had been receiving prior 
to the recession. For instance, the state of Arizona eliminated 5% of the financial support it had 
been providing its universities, causing university management to increase tuition fees to cover 
the cost (Stern, 2008).  
This dissertation focuses on exploring the attributes of leadership practices among the 
university presidents in land-grant universities located in all states in the United States.  This 
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chapter presents a background for the study along with a statement of the problem, the purpose 
of the study, the significance of the study, and an overview of the definition of terms. 
Background of the Study 
Various factors seem to have a significant influence on academic institutions. As 
indicated earlier, the internal decision-making process taken on by university president is one 
such source of influence. Along with that, certain external elements have a considerable impact 
on the rules and policies of the educational institutions operating in the market. One example of 
the external elements is the rules and policies developed by the government, which define the 
path of action for the institutions of higher education.  
Higher education institutions (HEIs) in the United States are influenced by the laws and 
policies developed and implemented by the government. The U.S. government has been focusing 
on developing effective educational policies that could promote quality education for its 
population. For the purpose of achieving the goals of making quality education accessible to the 
public and development of the fields of agriculture and mechanical arts, the U.S. government has 
developed certain policies. The Morrill Acts of 1862 and 1890 are examples that will be briefly 
covered in the following section.   
The Morrill Act of 1862 was intended to be a source of support and development for 
educational institutions in all states in the United States. Brooks and Starks (2011) have stated 
that: 
When Congress passed the first Morrill Act of 1862, it authorized the granting of 30,000 
acres of federal land for every state with members to its congressional delegation based 
on 1860 census. The states were to sell this land and use the proceeds to establish 
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colleges that would educate people in agriculture, home economics, mechanical arts, and 
other professions. (p. 75) 
Thus, the land grant universities were specifically required to train and professionally 
groom scholars in the area of agriculture and mechanics. The Act was quite influential, as it was 
able to mark the beginning of the land-grant university (Lathbury et al., 2010). However, the 
black students still faced difficulty in accessing education in land grant institutions due to 
discriminatory attitude of the management.  
Governmental and educational authorities were also concerned about the economic 
problems being faced by the land-grant universities. Such economic issues were making it 
difficult to achieve the mission of the land-grant universities. As a response, the Morrill Act of 
1890 made the situation better, creating additional endowments, which provided a financial 
foundation for LGUs as well as allowing non-white students to enroll in land-grant institutions 
(Cross, 1999).  
Since the approval and implementation of the Morrill Acts of 1862 and 1890, there has 
been a gradual increase in the number of land-grant universities in the United States. Johnson 
(2009) has reported that the number of land-grant universities has gradually increased as more 
universities turned their attention toward the areas of agriculture and mechanical arts. The 
passing of Morrill Act of 1890 has no doubt reduced the barriers to education for black students, 
however; the path of success for land-grant universities has not been smooth throughout their 
existence. The land grant universities had to deal with many challenges. The six reports of the 
Kellogg Commission on the Future of State and Lang-Grant Universities has reported that a few 
of these challenges included funding of educational programs, diversity in student and faculty, 
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changing demographics and culture, industrial revolution and changing in the social classes 
(Sherwood, 2004). 
Furthermore, the mission of land-grant universities has developed gradually. Initially the 
focus was on preparing students in agriculture and mechanical fields. With the passage of time, 
LGUs have also included the objective of serving as the primary vehicle for economic and social 
mobility as a part of their mission. LGUs can be regarded as the hub of learning, discovery, new 
technology, human development, lifelong learning, civic engagement, and spiritual fulfillment.  
Leading in the 21st century is challenging, therefore the presidents in land-grant 
universities are required to handle the various challenges as well as maintain stability in their 
educational institutions. McMurry (2010) stated that the complexity of environment with shifting 
values and economic conditions poses a unique challenge for academic leaders. The 
transformational leadership is usually sought in time of institutional crisis or when a new mission 
or mandate is sought to achieve the institutional mission (Paul, 2011). 
The role of university presidents is a pivotal factor in the success and failure of the 
institutions. Eckel (2002) indicated that a strong leader could be a key factor in maintaining the 
function of the institution regardless of financial constraints. The type and quality of leadership 
is important with the increased responsibilities placed on university presidents. These 
administrative responsibilities are “finances and budgets; strategic planning; coordinating 
academic programs; personnel; soliciting donor support; government and board relations; 
alumni; athletic organizations; and institutional relations with the media, students and economic 
residents” (Weaver, 2005; p.11). Thus, the decisions made by university presidents to manage 




The Problem Statement 
Clark Kerr (1984) has shown concern about the difficulty of getting a highly qualified 
leader to serve as a president of a higher education institution. The increasing responsibilities of 
university presidents and the challenges they have to deal with can limit their ability to serve as 
effective leaders. An additional problem is that little is known about how land-grant university 
presidents perceive their leadership skills or practices. This research will study leadership 
patterns of land grant university presidents in United States using the framework of five practices 
of leadership by Kouzes and Posner (2002). Furthermore, this study aims to explore the 
differences existing among presidents of LGUs in terms of leadership practices. 
The higher education institutions operate through the mixed funding model, meaning that 
they are financed through several sources. The basic sources are government support, tuition and 
fees, endowments, gifts, and grants.  According to the Morrill Acts of 1862 and 1890, land-grant 
universities are highly dependent on support from the government because the financial 
regulation of the institution is based on the funding and donations that it receives. Furthermore, 
other forms of financial support from stakeholders and influential members of their states are 
also a source of financial support. Recession can alter the ratio of the funding received by these 
universities.  
The financial crisis that originated in the United States has disturbed the equilibrium of 
the HEIs. Marris (2010) has highlighted that of the many educational institutions that were 
receiving support from state governments in the form of funds and grants, approximately 85% of 
HEIs experienced difficulties due to the decrease in the ratio of support and funds.  During the 
last three centuries, there was a “significant decrease in the percentage of a land-grant 
institution’s budget that came from public coffers.” (Sherwood, 2004; p. 4)  In addition to that, 
 
 9 
according to the six reports of the Kellogg Commission on the Future of the States and Land-
Grant Universities, there were several factors that played a significant role in changing the role 
of land-grant universities in the 21st century such as changing demographics of the American 
population and shifting between research and teaching (Sherwood, 2004).   
This situation has propelled educational leaders to make changes in various activities of 
the institution and at the same time maintain the financial stability of the institutions. Most 
universities are trying to find ways to cut back their expenses in order to keep stable. Therefore, 
certain aspects of a university’s operation have been hit hard by reduced income. Certain 
academic departments have been harshly affected as research and operating funds have 
decreased. Some of the institutions have responded to this issue by reducing their financial aid 
programs, putting building projects on hold, reducing library hours, decreasing their part-time 
and adjunct faculty, and cutting their budget overall. Justin Carter (2012) indicated there are 
several strategies used by educational leaders to manage the institutions during financial 
turbulence such as “cut programs and services, cancel professional development opportunities 
for faculty and staff, delay necessary facility renovations and construction, layoff employees, 
etc.” (Carter, 2012, p.42) He further indicated that educational leaders were heavily dependent 
on other sources to generate revenues such as tuition and fees, donations and endowments 
(Carter, 2012).  
However, these strategies seem to help academic institutions by providing them with 
temporary relief and by buffering them against the ill effects of recession for a short time. On a 
long-term basis, these strategies cannot be regarded as beneficial and effective. Brinkman and 
Morgan (1995) stated the reduction of government support to higher education institutions 
impacted the quality of education provided at these institutions. However, it has become 
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necessary to make these strategic changes during the critical situation that was a result of the 
recession. The HEIs had no other option to pursue. 
Even though universities have tried to balance out the situation by implementing these 
strategies, the institutions still suffered a blow due to lack of funds.  Sherwood (2004) stated: 
Some leaders of land-grant institutions were becoming increasingly concerned over what 
they saw as abatement or at least a shift in emphasis away from the principles upon which 
their institutions were founded. These leaders understood that some of the causes of this 
movement were their own making, but also recognized that American society, itself, was 
experiencing structural changes unparalleled in the history of the country.” (p.5)  
Therefore, the role of a university president becomes more important in higher education 
institutions. University presidents play a vital role in the facilitation and implementation of 
decisions based on the economic condition of the university. A university president needs to be 
aware of the challenges being faced by internal customers and external customers. For example, 
the financial support that deserving candidates (students) were receiving from the university also 
became difficult to manage. To continue providing scholarships to students, university presidents 
had to manage institutional budgets well according to the current financial status of their 
academic institutions. There was a possible course of action that could be adopted. University 
presidents could choose a non-compromising policy for scholarships, granting the financial 
support to only deserving students. But the current financial crisis makes things difficult, and it 
will be a difficult task to maintain this perspective.  
Moreover, Gilley et al. (1986) stated: 
A crucial component in the successful development and implementation of strategic 
mission is leadership. Recognition of the importance of quality leadership, and its 
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necessity for institutional growth, was evident without exception at the school we visited. 
While many on the campuses gave kudos to faculty, deans, vice presidents, and others, 
the primary credit for institutional achievement was given to presidents as those who 
made a significant difference.(p.25) 
Presidents need to make decisions that support the academic and non- academic 
endeavors of their university so that they can carry on with activities despite their financially 
challenging situation. The leaders in HEIs use these plans mostly to reduce the expenditure of 
colleges and universities, including reducing expenses, laying off personnel, or refraining from 
new hiring. Through leadership, several strategies were implemented in universities to maintain 
the success of the organization. Fisher (1991) has emphasized that effective presidents manage 
the final authority and make hard decisions. They also tend to support, motivate, challenge, and 
encourage the followers to the benefit of achieving the institutional mission. Moreover, effective 
presidents are risk-takers and have strong vision toward the future (Gilley et al., 1986). The same 
themes used by Kouzes and Posner (2002) in identifying the principles of leadership, which has 
been termed as “The Five Practices of Exemplary Leadership.” (p.3). Thus, a proper 
management of these challenges and issue can be considered a reflection of the effectiveness of 
leadership practices being used by a university president. The transformational leadership model 
offering by Kouzes and Posner (2002) of the university president is of great importance in 
maintaining the stability of the institution while dealing with the challenges during turbulent 
time. 
The Purpose of the Study  
The purpose of this study is to address the research problem through the study of the 
leadership practices of university presidents as described by Kouzes and Posner (2002) of land-
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grant universities in the United States. Furthermore, the study aims to find whether or not a 
difference exits among presidents of land-grant universities in terms of leadership practices and 
their perceptions of their own leadership. 
Research Questions 
The presidents of land-grant universities are the focus of the study, and the following 
research questions were investigated:  
RQ1: What leadership practices are used by presidents of land-grant universities as 
reported in the LPI-self survey? 
RQ2: Is there a significant difference in how land-grant university presidents perceived 
their leadership practices across the five principles of LPI? If so, which practices are perceived 
differently among land-grant university presidents? 
RQ3: How do university presidents of land-grant universities think they use the 
leadership practices in their institutions as described by Kouzes and Posner (2002)?  
The Professional Significance of the Study 
The current topic is of importance for research scholars and their educational institutions, 
especially university presidents in land-grant universities. The professional significance of the 
study is as follows: 
• The study will highlight how university presidents of land-grant universities perceive 
their leadership practices in managing the institution.  
• The study is also of importance for university presidents, as it will identify their 
perception from a reflective viewpoint of their leadership styles. 
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• Policy makers such as the different boards of governance can also benefit from the study, 
as it will provide them with an in-depth view of how university presidents perceive their 
leadership practices.  
• The problem addressed in the dissertation will be of general interest for readers who want 
to update their knowledge about the leadership practices of university presidents of land-
grant universities. 
• The area of study is also signified, as it will contribute to the already existing body of 
literature pertaining to the role of leaders in land-grant universities. 
• The study also can help improve the design of leadership programs at higher education 
institutions to prepare leadership in the future.  
Limitations of the Study 
The current study had certain limitations that impact on the degree of generalization of 
the results. The study was limited to: 
• University presidents in land-grant universities only. 
• State-funded universities. 
• One perspective of leadership using self-report scores. 
• Small sample of study due to the need of selective participants. 
• Kouzes and Posner’s (2002) idea of leadership. 
Organization of the Study 
This study is organized into five main chapters: 
Chapter one:  An introduction to the study, background of the study, the problem 
statement, the significance of the study, an overview of the methodology along with the research 
questions, and definitions of the key terms.   
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Chapter two: A review of the major theoretical literature that is relevant to the study. An 
examination of the foundation of the leadership concepts is provided, elaborating on the 
literature relevant to leadership theories, with details that examine the leadership practices as 
described by Kouzes and Posner (2002). Also included is a review of the Morrill Acts (1862-
1890) that shaped the land-grant universities in the United States. 
Chapter three: A statement of the research methodology, including the design of the 
study, instrumentations, population and sample selection, data collection, and data analysis tools. 
Chapter four: A presentation of the findings of the study and their relationship with the 
expectations and hypotheses reported in Chapter I. 
Chapter five: A discussion, some conclusions of the study, policy implications, and 
recommendations for future research. 
Definition of Key Terms 
This section of the introductory chapter highlights the definitions of a few of the key 
terms used in the dissertation.  
Leadership: Consists of these styles: “modeling the way, inspiring a shared vision, 
challenging the process, enabling others to act, and encouraging the heart” (Kouzes & Posner, 
2002; p. 13). 
Leadership style: “Leadership styles are different approaches by which a leader may 
fulfill his or her leadership role.” (Leadership Terms and Concepts, n.d) 
Recession: “A significant decline in activity across the economy, lasting longer than a 
few months. It is visible in industrial production, employment, real income and wholesale-retail 
trade. The technical indicator of a recession is two consecutive quarters of negative economic 
growth as measured by a country's gross domestic product (GDP)” (Investopedia, n.d)  
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Land-grant universities: “A U.S. College or university entitled to support from the 
federal government under the provisions of the Morrill Acts.” (Land-Grant University, n.d)  
Morrill act of 1862: 
An act of Congress (1862) granting each state 30,000 acres (12,000 hectares) of land for 
 each member it had in Congress, 90 percent of the proceeds of which were to be used for 
 the endowment and maintenance of colleges and universities teaching agricultural and 
 mechanical arts and other subjects (Cross, 1999). 
Morrill act of 1890: 
  The law authorized additional direct appropriations for the land-grant colleges of 
 agriculture that had been established under the Morrill Act of 1862. The most 
 significant feature of the second Morrill Act was that the 1862 schools could receive the 
 additional funds only if they admitted blacks into their programs or if they 















An extensive body of previous research is available on the context of leadership in 
academic institutions and has provided a foundation for the current dissertation. This chapter 
focuses on the theoretical and empirical perspectives pertaining to the issue of leadership in 
higher education institutions (HEIs). The chapter provides detailed insights into the theoretical 
foundations related to leadership concepts and theories. A detailed discussion on the leadership 
principles developed by Kouzes and Posner (2002) is also included in the literature review. The 
chapter contains information about the particular laws that shaped the form of policies in land-
grant institutions and the role of leadership in higher education. 
The Conceptual Foundation of Leadership  
Leadership has described by various researchers, each reflecting on a different dimension 
of the characteristics of the position (Shapiro & Stefkovich, 2011; Winston & Patterson, 2006; 
Woods, 2004; and Zembylas & Iasonos, 2010). The concept of leadership has evolved with the 
passage of time, with new theories and conceptual frameworks presented by various researchers. 
As stated by Northouse (2010), many researchers have tried to outline the dimensions of the 
process of leadership, the qualities of effective leadership, and the various factors that seem to 
benefit the process of leadership.  
The wide array of research indicates that leadership cannot be regarded as a simple 
concept because it can be perceived from various points of view. Some scholars have regarded 
leadership as an innate capability of an individual, whereas other researchers have deemed it 
more appropriate to conceptualize leadership as a learned behavior that is influenced by the 
external environment.  
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An interesting note is that during the twentieth century, as many as 65 leadership 
classifications have been offered by various researchers in an effort to identify the components of 
leadership (Northouse, 2010).  The concept of leadership started emerging in 1531, and has been 
an area of discussion by many researchers. Rost (1993) has indicated that the concept of 
leadership has stirred up interest in various fields ranging from anthropology to business 
management.  
Many theories for explaining the development of a leader or evolution of leadership have 
been put forward, including the great man theories, trait theories, behavioral theories, and role 
theory (Barman, 2009). Each of these theoretical frameworks seems to offer some explanation 
about the concept of leadership. However, a comprehensive framework of leadership is still 
lacking in the existing literature. 
Junarso (2009) defined leadership as consisting of practices used by leaders “to transform 
values into actions, visions into realities, obstacles into innovations, separateness into solidarity, 
and risks into rewards. It’s about leadership that creates the climate in which people turn 
challenging opportunities into remarkable successes.”( Junarso, 2009; p. 99) These leadership 
practices provide a detailed explanation of the various principles that can be perceived as 
underlying characteristics adopted by a person as a leader. These principles are explained in the 
following section of the study. 
Five Principles of Leadership 
   For this dissertation, the leadership definition by Kouzes and Posner (2002) was taken into 
consideration. They provided a classic definition of exemplary leadership by indicating that it 
involves the following factors (Kouzes & Posner, 2002; p. 13):  
• Modeling the way 
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• Inspiring a shared vision  
• Challenging the process  
• Enabling others to act 
• Encouraging the heart 
      Kouzes and Posner (2002) extracted these principles out of the philosophy that a leader 
who is successful and effective must be using these principles in action to gain positive 
outcomes. In other words, a leader can adopt these qualities to inspire, manage, and encourage 
followers in an effective manner.  
Other researchers following the lead of Kouzes and Posner found related evidence that 
strengthens the idea of principles of leadership (Middlebrooks & Allen, 2009). On the other 
hand, some researchers argue that the principles of leadership seem to portray general 
information. Moreover, some researchers applied the principles of leadership beyond 
entrepreneurial organizations, indicating that leadership, as a capability, can be useful for a 
variety of organizational setups. Agard (2011) suggested that the leadership framework offered 
by Kouzes and Posner (2002) is more in alliance with the objectives of organizations operating 
in the non-profit sector of a society.  Thus, it can be concluded that the principles of leadership 
can work for the corporate world and can also benefit for leaders in not-for-profit organizations. 
        Researchers also try to create a link between the principles of leadership presented by 
Kouzes and Posner (2002) and the different types of leadership styles. Parolini et al. (2009) agree 
with the principles of leadership by suggesting that there is a strong link between those five 
principles and the qualities attributed to servant leadership. Because a servant leader has a strong 
focus on helping other people in such a manner that they achieve their goals and targets, the five 
principles of leadership support this process of facilitation. Also, Taylor et al. (2007) use the 
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leadership principles offered by Kouzes and Posner (2002) to explain the foundations of servant 
leadership. Servant leadership focuses on understanding the interests, needs, and benefits first as 
a way on serving others through collaboration and empowerment of the followers. The authors 
found that the principals in schools who were using servant leadership style were following the 
five principles of leadership. they were able to create feelings of motivation among the students 
and the faculty, as well as facilitate them to achieve their goals.  
      Moreover, Brown (2001) highlighted the usefulness of the leadership framework 
presented by Kouzes and Posner (2002), suggesting that the application of the five principles of 
leadership can help an organization in developing leaders who focus on the growth and 
development of individuals and organizations as a whole while taking a long-term perspective 
into consideration. It has been further asserted that the application of leadership principles can 
bring a positive change into academic institutions (Brown, 2001).  
     Strange (2005) stated that with an increase in the focus of leadership regarding group 
performance, the effectiveness of transformational leadership has also been highlighted. The 
principles of leadership outlined by Kouzes and Posner  (2002) seem to be strongly linked with 
the qualities of a transformational leader. Therefore, the application of these principles in the 
workplace can give rise to improved performance of a team. The principles highlighted by 
Kouzes and Posner (2002) are discussed in detail below:  
Practice one: Modeling the way. Modeling the way can be related to the simple act of 
doing the right thing so that followers can observe the actions of leaders and in turn follow in 
their footsteps. The whole idea of modeling the way is to provide a framework of values for the 
followers to see and model (Kouzes and Posner, 2002). Therefore, commitment from the 
followers can only be obtained if the leader is able to provide the followers with a framework of 
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actions and values that is in accordance with each other. Furthermore, Bush et al. (2010) have 
explained that the role of a leader does not simply define a person who provides direction to 
others, but it encompasses other factors as well. The values that a leader holds are manifested 
through their actions.  
Russell and Stone (2002) also agree with the idea that one of the most important features 
of a successful and effective leader is modeling the way. They indicate that the principles of 
leadership offered by Kouzes and Posner (2002) are a reflection of the characteristics of a 
servant leader.  Thus, Russell and Stone (2002) incorporate the concept of modeling the way to 
elaborate on the behavior associated with servant leadership.  There are two aspects of modeling 
the way:  
    1. Clarify values and beliefs. Modeling the way, as the name suggests, refers to a 
leader’s capability of effectively reaching out to people by clarifying their values and beliefs 
(Kouzes and Posner, 2002). A leader does not need to give detailed speeches to get his or her 
point of view across to followers. An important thing to consider here is that a leader must 
ensure that there is no discrepancy between the values shared between the leader and the 
followers. Any difference between words uttered by a leader and their behavior is likely to result 
in loss of trust by the followers. People follow first the person, and then the plan. This is why 
modeling the behavior that best represents the plan and the shared goals are important. This 
eliminates any misunderstanding about the proposed actions and classifications that are essential 
in performing the task at hand. A follower who becomes lost in his or her actions can easily look 
to the leader and gain insight on what to do and how to do it (Kouzes & Posner, 2002). 
2. Set the Example. Leadership is portrayed through behavior. These leaders define a 
path for the followers by being a role model and displaying the same behavior that they expect 
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from others. It is essential that they clarify the values in which they believe. By acting in the way 
they expect others to behave; they can then achieve the highest of standards and forge a path for 
the rest to follow (Kouzes & Posner, 2002).  
Middlebrooks and Allen (2009) also support the notion of modeling the way by 
indicating that a leader in HEI needs to manage the institution by portraying the behavior he 
wants the followers to adopt. Thus, a university president as a leader will behave in a manner 
that shows how he expects others (faculty and administration) to behave.  Along with that, the 
students are also able to follow the lead. This provides the ultimate goal of modeling the way 
more stability and makes it easy for students to grasp the rules of the institution.  
Practice two: Inspiring a shared vision. Another important principle that leaders use to 
influence followers is inspiring a shared vision.  Kouzes and Posner (2002) define inspiring a 
shared vision as the ability of a leader to imagine the future and clearly articulate the vision to 
others, which enables the leader to gain the followers' support and belief in the vision. 
 Vernon and Byrd (1996; p.21) assert:  
A clear vision of the organization's future provides both sound direction for the   
organization and a rallying point or goal for staff without such a common vision of the 
future or a shared sense of hope, people can become bogged down in a negative energy 
cycle and a feeling of hopelessness may set in.  
Therefore, leaders in the 21st century need to make key decisions and focus on the organization 
based on the shared values and needs of the staff and the customers. A leader can more clearly 
see how people behave towards one another and how cooperation should achieved among the 
personnel by using shared vision and values. An effective leader emphasizes how staff members 
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need to make day-by-day decisions that are centered on the organization’s values, rather than 
simply clear-cut rules, management sign-offs, or policies (Vernon & Byrd, 1996). 
It has also been pointed out that an effective leader has the ability to provide a vision to 
followers that provides them with a focal point for directing their energy. According to Dennis 
and Bocarnea (2005) a leader cannot facilitate shared vision in a group of followers if the crucial 
element of honesty is lacking. They further indicated that this task could be achieved only if a 
leader is able to create feelings of trust among the followers for his leadership and direction. 
With this trust, the followers can adhere to the plan better and learn much more from their leader. 
The tendency of a leader to focus on the development and maintenance of a vision alone 
is not enough to promote effectiveness. Kouzes and Posner (2002) also proposed the idea that an 
effective leader needs to present a vision that influences their followers positively. It has also 
been asserted that if a leader focuses entirely on vision, it is likely to result in failure of 
leadership instead of effective leadership (Bush et al., 2010). The two aspects associated with 
inspiring the vision are as follows: 
1. Envision the future. This principle means that in order to motivate the followers, a 
leader should provide them with a vision and direction. The vision itself cannot stir feelings of 
inspiration in the people; it is the way that a leader presents the vision that motivates the 
followers. Leaders believe that they can truly make a difference, and in doing so, they must 
imagine what the organization can be in the future. They generally have a sense of the ideal 
outcome of their goals and practices as well as a structured definition of what to do. Inspiring a 
shared vision requires leaders to adequately portray their passion and sense of direction to their 
followers. They must be inspirational having the ability to identify the valuable opportunities that 
are in store when they arrive at their destination (Nicholson, 2007). 
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   2. Enlist others. A leader should persuade others to have a common vision such as their 
own. The leaders must know how to speak to the followers in a way that they will tune in and 
listen. The followers must believe that the leader has their interests and their needs at heart and 
can relate to their ideas. This way, the followers can relate to their leaders and know that the 
leader thinks their opinions are valuable. A leader should also be able to make a connection 
between the hopes and future perspectives of followers in such a manner that it becomes a shared 
source of inspiration for everyone.  A leader should be able to imagine and portray the future 
possibilities in such a way that followers are attracted toward their perspective and feel inspired 
to be part of the leadership process (American Institute of Higher Education, 2011). 
Practice three: Challenging the process. Challenging the process refers to the leader 
who emphases seeking out and accepting challenges, as well as leaders who challenge the 
process by recognizing and supporting innovative ideas, experimenting with new systems, and 
taking risks to bring about change (Kouzes and Posner, 2002). One of the most important 
outcomes of a challenge is the massive amount of learning that enables a leader to identify the 
best course of action and strategy to be followed. An effective leader would focus on 
development and progress and at the same time help people reach a level of excellence.  
Brown (2001) also asserted that the most important element in the success of a leader is 
the ability to challenge traditional problem-solving patterns, and instill the use of innovation in 
problem solving. When a leader is able to challenge the common patterns of perception, 
followers go through the process of growth and development, thus polishing their problem-
solving skills.  
The tool of challenging the process can also be used while facing an economic crisis, lack 
of funds, and the threat of financial downfall. Nehls (2011) suggested that leaders in HEIs need 
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to utilize their strategic vision and ability to cope with challenges in a creative manner to 
promote the process of fund raising. A strategic approach in the matter helps to better explain to 
the followers the plan and deal with the economic constraints by actively approaching the 
solution. Ramsden (1998) emphasized the role of a leader as a strategic planner. The building of 
a strategy and its application can be perceived as an integral part of challenging the process as 
the leader makes efforts to develop a plan of action that offers feasible solutions to the problems 
being faced by an organization.  
Knuth and Banks (2006) confirm that Kouzes and Posner (2002) have taken the right 
approach by incorporating the principle of “challenging the process” into the leadership 
framework. It has also been discussed that this attribute helps a leader in creating a positive 
change for scholars in academic institutions, as the leader is able to allow followers to utilize 
their creativity and to learn to deal with the external challenges in an effective manner. There are 
two aspects in challenging the process: 
1.  Seeking opportunities. Challenging the process refers to a leader’s ability to take 
benefit from challenges in the external environment and to use the challenges as a growth 
opportunity instead of treating them as a possible threat. Every challenge brings the possibility to 
learn something new, to alter the previous course of action, to adapt to make things more 
favorable, or to experiment with different ideas that may prove useful.  Leaders are expected to 
think of challenges as a possible alteration of their plan; however, it could result in some 
newfound goals and novel opportunities. An effective leader continuously searches for 
opportunities to improve and to grow through these challenges. These leaders are always looking 
for innovative ways to challenge the status quo to enhance the organizational performance.  
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2.  Experimentation and taking risk. An important aspect of challenging the process is 
risk-taking. Leaders know that positive change involves experimentation and risk-taking. 
Leaders often have to seek and deal with challenges to make progress in their goals and the 
vision as a whole. Thus, leaders are naturally risk-taking people who are willing to do things that 
may not have a clear-cut outcome. This is important because without taking a risk, it is 
impossible to know what else may lie ahead of the task such as opportunities and possible 
growth chances that comes in part by exerting effort through managing challenges. In doing so, 
they experiment and take risks. But leaders understand that experimentation and taking risks as 
learning processes can lead to success or failure (Kouzes and Posner, 2002). 
Practice four: Enabling others to act. Apart from offering inspiration to people, a 
person who is able to guide a group toward a positive course of action is also a source of 
effective leadership. A leader has the capability to enable followers to transfer their ideas into 
practical implications. Enabling others to act includes teamwork, trust, confidence, and 
empowerment (Kouzes and Posner, 2002). 
A leader’s ability to facilitate the growth process among personnel and students is also 
reflected in HEIs as pointed out by Savin-Baden (2000). Krill et al. (1997) have evaluated the 
proposition of enabling others to act as a case study of the leadership principle. They have 
further asserted that this principle is a combination of two different factors that are related to 
each other. One of the factors highlighted in the study was that of collaboration, while the other 
factor focused on the role of a leader as a source of strength for the group. The perspective 
adopted for enabling others to act has been summarized as “the segment of leadership concerned 
with a leader’s ability to enlist the support of others to inspire work on their own accord for the 
betterment of the organization” (Krill et al., 1997; p. 43). Enabling others to act has two aspects: 
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1. Foster collaboration and trust. One of the prime goals of a leader is to develop 
feelings of mutual trust and cooperation that can motivation people to achieve their desired tasks 
(Kouzes & Posner, 2002).  Gaining trust of followers involves creating an environment in which 
the followers feel comfortable asking questions at any given time. It is also essential to give 
enough face-to-face time to each individual. This provides an opportunity to raise any questions 
that the person may have as well as create more personal interaction between the leader and 
follower. Making the follower feel ownership of projects creates a better collaboration and 
ensures that the follower is aware of his or her responsibility. A sound relationship that involves 
trust helps everyone support the main vision easily.  
2. Strengthen others. A leader also offers the support that is required by followers to 
achieve their goals and objectives. One of the main areas of consideration related to this principle 
is the ability of the leader to provide people with a sense of empowerment that enables them to 
participate in activities that lead to the attainment of common goals (Kouzes & Posner, 2002).  
           For leaders to enable others to act, they must deliver on the promises they make. A leader 
makes sure that each person is involved and understands all the changes that occur. Each 
follower has to have a sense of ownership for his or her contributions to the vision. At the same 
time, the followers need to remember that they are part of a team. It is the leader’s responsibility 
to maintain positive relationships among team members. . This can be done by inspiring and 
enabling people to act for the attainment of common goals and engage in teamwork. Leaders 
work to make people feel committed and to inspire the followers to follow the vision (Kouzes & 
Posner, 2002). 
Practice five: Encouraging the heart. The last principle focuses on the ability of a 
leader to be a source of encouragement and support for the followers and to celebrate victories 
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(Kouzes and Posner, 2002). The leader offers encouragement to followers by focusing on their 
achievements and offering words of encouragement and appreciation (Kouzes and Posner, 2002). 
This practice enables the leaders to be a source of confidence for their followers (Langone, 
2006). The appreciation and encouragement also become a source of positive reinforcement for 
their followers, which motivate them to repeat positive actions in the future.  
Pounder (2001) evaluated the capability of a leader within the context of a university to 
offer motivation and encouragement to followers. This capability has been linked with the 
transformational and transactional leadership pattern.  Motivating followers is not only about 
providing them with a sense of direction, but also involves the use of rewards and incentives that 
can be a source of attraction for them.  The two aspects involving encouraging the heart are as 
follows: 
1. Recognizes the contributions of others. The role of a leader becomes important as the 
leader can utilize the enthusiasm of followers as the motivating force to facilitate their efforts in 
a certain direction. Often, the path that leads to the top is exhausting and can be weary on the 
followers. Leaders know that encouragement can motivate followers to achieve the shared 
vision. It is important to keep the followers motivated because as a team, both the leader and the 
followers are a source of inspiration and strength for each other.  
2. Celebrates the values and victories of the groups. An important way to encourage the 
heart of the followers is to recognize their contributions. This can be done by simple acts or more 
intricate gestures. Some organizations and institutions like to hold banquets or some sort of 
public recognition program with awards and other forms of appreciation. The leader’s job is to 
show appreciation and gratitude for the contributions that people make to celebrate the values. 
Celebrations can build a strong sense of identity in a community and help the community 
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members become more committed, thus increasing the productivity in the long run. This sense of 
community can also carry an organization through difficult times (Kouzes & Posner, 2002). 
Important Laws that Shaped the Land-Grant University 
Education in the United States has been through various transitions and alterations. HEIs 
have been exposed to external pressures from the environment in the form of laws and policies 
developed by the federal and state governments. The development of land grant universities can 
be attributed to the changing perspective of government officials towards the need of institutions 
where education is based on the fusion of scientific and industrial elements (Sherwood, 2004). 
Prior to the introduction of the Morrill Acts, a large number of educational institutions offered 
degrees in professional fields such as law and politics. There was a lack of universities which 
offered programs related to agriculture and mechanical arts (Cross, 1999). A subsequent result of 
this changing perception has been an increased emphasis on providing an opportunity to acquire 
knowledge in the domain of agriculture and mechanical arts. Moreover, university education in 
the field of agriculture and mechanical arts was considered more relevant to the needs of the 
middle class students in the U.S. 
In the 1850s, the U.S. government felt the need to encourage HEIs to diversify the areas 
of study that they were offering to meet the changing requirements of the society.  There was a 
strong need to have graduates with the right set of skills enter the fields of agriculture or 
mechanical arts, but the HEIs at that time were not focusing on these areas of specialization 
(Rauner & Maclean, 2008).  The two major sources of influence on HEIs have been the Morrill 
Acts of 1862 and 1890, which have changed the direction for universities and laid the foundation 
for land-grant universities (LGUs).  
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Morrill Act of 1862. The efforts of Justin Smith Morrill are reflected in the Act of 1862, 
which supported the donation of land owned by the federal government to HEIs. Morrill was 
greatly inspired by the development in Europe within the field of agricultural education. He 
considered agricultural education to be a source of benefit for the working class students within 
the U.S. The Act received opposition in the beginning. But once it was approved and 
implemented it had a significant level of influence on the role of HEIs in training students in the 
fields of agricultural and mechanical arts (McClure, Chrisman, & Mock, 1985). President 
Buchanan was a major source of resistance, as he rejected the approval of the bill in 1857. This 
resistance was embedded in the belief that introduction of educational policies is solely the 
jurisdiction of the States. The suggestion of focusing on agricultural and mechanical arts courses 
in universities was provided by Morrill, who was not a government official. Buchanan 
considered his suggestion as a form of external influence, which challenged the power of 
decision-making by the States about educational matters. 
An additional factor, which developed such antagonism from government officials, was 
that the bill was regarded as favoring the northern areas of the U.S., compromising the stability 
of the southern region (Cross, 1999).  At that time, the majority of people in Congress belonged 
to Southern states. Therefore, they held a negative opinion about the bill. After the Civil war 
(1864), Morrill sent the bill for review again. Iowa and Kansas became the first two states to give 
approval for land grant propositions presented by Morrill. Other states followed this lead after 
the civil war ended in 1865 (Cross, 1999).  
The land-grant universities (LGUs), as the name suggests, are dependent upon the 
donation and funding they receive from the federal government. They were established with the 
help of the federal government’s donation of 30,000 acres of land, the profit of whose sale was 
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used in the construction and maintenance of universities. Kansas State Agricultural College was 
formed as an outcome of the Morrill Act. Other notable examples in this regard are Texas A & 
M University, South Dakota State University, Oklahoma State University, etc. It is also 
important to point out that not all of the states have established separate land grant universities. 
Some of the states, such as Nebraska, started offering courses of agriculture and mechanical arts 
alongside liberal arts in already established universities (Cross, 1999). 
With the passage of time, the LGUs have expanded their scope of courses from specific 
emphasis on agriculture, mechanical and military tactics into other disciplines such as 
pharmacology and domestic economy. In addition to this, the agricultural domain was also 
expanded through the inclusion of courses pertaining to the fields of genetics, hybridization, 
veterinary medicine, etc. (Wishart, 2004).   
Another important development can be seen in the form of the Hatch Act, passed in 1887. 
This Act emphasized the use of experiment stations for the purpose of learning and application 
of practical knowledge in the field of agriculture. Therefore, land grant universities were able to 
effectively position themselves as the source of scientific investigation pertaining to agriculture.  
The Morrill Act of 1862 created a significant basis for establishing HEIs in the United 
States. However, it also had some flaws which limited the positive influence of the Act.  One of 
the major problems was that the funding was inadequate to run the academic programs and 
maintain the faculty. Another issue that was highlighted after the implementation of the Morrill 
Act of 1862 was that of discrimination against non-white students, as some black students were 
denied access to colleges on the basis of their cultural and ethnic background.  
Morrill Act of 1890. In 1890, a second Morrill Act was established to expand admission 
to land-grant institutions to include all students.  Race was not an admissions criterion (Morrill 
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Act, 1890). Thus, upon considering the flaws in the previous act of 1862, Congress offered an 
amended version of the Act with the following propositions (McClure, Chrisman & Mock, 
1985): 
• Further financial support to HEIs  
• Initial grant of $15,000, with $1,000 increase on an annual basis for ten years 
• Grant of $25,000 after completion of ten years 
• Support by the federal government for particular courses 
• Allowance for non-white students to enroll in LGUs. 
These amendments were beneficial to university students, as the HEIs had access to a 
greater degree of support from the government, and students with diverse cultural backgrounds 
found an opportunity to study in universities as the barrier of discrimination weakened (Geiger, 
2005).  The federal government was able to increase its control in the admission policies of the 
LGUs, thus making it favorable for African-American students. It was also decided that separate 
educational entities for black students would be established to ensure that these students could 
access quality education. This resulted in the development of institutions such as Langston 
University in Oklahoma. The proponents of LGUs also considered the educational opportunities 
to be an important part of women’s education. Courses in the field of home economics provided 
benefits to female students. The inclusion of cooperative extension was also a major 
characteristic of this Act. 
Native Americans also benefited from LGUs, as the approval of the Equity in 
Educational Land Grant Status Act in 1994 prompted the academic institutions in states such as 
the Dakotas, Nebraska, Kansas, etc. to provide admission to Native Americans. Moreover, the 
20th century has given rise to further developments in LGUs. The curriculum of LGUs has been 
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expanded through integration of the fields of arts, humanities and social sciences in the land 
grant institutions. The existence of LGUs provides students with an opportunity to gain access to 
educational institutions with an affordable fee structure. Furthermore, LGUs also support 
admission of students from diverse ethnic and cultural backgrounds. The amalgamation of 
theoretical and practical skills also makes LGUs a valuable means of higher education for middle 
class students (Wishart, 2004).  
Changes occurring in the U.S. agricultural sector have affected the outlook of LGUs. For 
instance, the declining interest of individuals in conventional farming and rise in business-owned 
farming has increased the need for individuals having in-depth knowledge about agriculture. In 
1990s, the LGUs have increased their focus on research and empirical investigation to meet the 
rising demand of a workforce equipped with scientific knowledge in the agricultural sector.  
One of the factors that has been challenging for LGUs is the rising number of immigrants 
who have diversified the cultural landscape of the U.S. Many land-grant universities found it 
difficult to respond to the needs of these different cultural groups (Sherwood, 2004). Kellogg 
Commission on the Future of State and Land-Grant Universities was established to respond to 
such issues. The commission intended to identify the factors that challenge LGUs. It was also 
responsible for identification of solutions to handle these issues. The commission has put 
forward 6 reports in this regard. It was concluded that LGUs needed to modify their mission, 
broadening it to address the changing dynamics of the student population and educational sector.  
Sherwood (2004) has asserted that in order to maintain the valuable position of LGUs, 
university management and government officials need to devise a unified body which can bring 
changes in the mission, policies and curriculum of LGUs to ensure that these institutions are able 
to meet the challenges of today’s world. Instead of focusing on the vision only, LGUs need to 
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devise concrete steps to follow. This will allow them to handle the changes occurring in the 21st 
century as the composition of the U.S. population and its educational needs have altered with the 
passage of time.  
An Overview of the Role of Presidents in HEIs 
A common perception of the role of presidents in higher education institutions (HEIs) is 
based on the notion that a university president is supposed to maintain discipline and to monitor 
the implementation of various rules and regulations. On the other hand, a more comprehensive 
view of the responsibilities of a university president indicates that the role of a president within 
an educational institution goes beyond the domain of simple administrative and supervisory 
activities.  
The role of a university president has been explored and analyzed using different 
perspectives, focusing on their leadership skills, ability to manage teams, implement policies, 
handle financial matters, and regulate the academic and extra-curricular activities of their 
respective institutions. Researchers have also emphasized the social role of the university 
president as central to the development of youth who will support progress of society (Bok, 
1982; Bowen, 1997). These roles such as planning, leadership, and external relations are focused 
heavily in all three areas, and sometimes there is significant overlap among them. Moreover, the 
future of the organization is achieve through university presidents by leading the strategic 
planning, and implementation of the growth and development of university programs. In this 
way, leaders and followers accept the challenges and meet the requirement to improve the 
organizational performance. University presidents plan renovation of facilities, and consider 




The leadership responsibilities of the university president coincide with the 
responsibilities of other faculty members of the institution. The deans and heads of departments 
look to the president for ideas and collaborations. They are the functional chief executive officers 
of most universities; however, some universities have a chancellor as the chief executive. 
However, the actual executive is the president of the school. Some schools give the ceremonial 
title of chancellor to a retired university president. The president is responsible for the day-to-day 
administration of the institution and responsible for implementing the directions and leading the 
way for the faculty of the university (Education Encyclopedia, 2013). Bok (1982) has also stated 
that following WWII, universities evolved into educational entities that trained students in 
linking with the larger aspect of their social life, society. The traditional role of the university 
president has also been altered as a result of the change in student’s and society’s needs. It has 
propelled the academic leaders to bring the required changes in their set of responsibilities. 
Academic development and preparing students for the future by offering appropriate 
guidance is not the only role of a university president. It has also been asserted that the position 
demands a high focus on research and scholarly development of its students. It is much more 
than mere implementation of policies and facilitation of development of curriculum (Dunn et al., 
1985). The role of a university president has evolved and expanded with the passage of time.  
       Even though the administrative responsibilities of university presidents have been 
emphasized in literature (Altbach et al., 2011; Bess & Dee, 2008), researchers have also 
highlighted other responsibilities associated with the position. As stated by Kramer and Swing 
(2010), the role of a university president spans activities ranging from management of the faculty 
and staff at the campus to providing direction to the academic institution. Thus, the role of a 
university president in HEIs encompasses a wide array of activities. Lorange (2002, p. 259) 
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proposed a comprehensive view of the role of university president by indicating that it is related 
to activities such as the following: 
• Clarifying and determining direction 
• Positioning the institution 
• Improving the climate through communication  
• Decision making and adjudication 
•  Representing the institution 
       Each of these activities performed by the president is focused on maintaining the 
effectiveness and competence of the processes of HEIs and ensuring continued success, despite 
the various challenges emerging in the external environment. The position of a university 
president in a higher education institution is of strategic importance as the university president 
tries to identify the threats and opportunities present in the environment and make decisions that 
have an impact on the progress and development of the institution.  
       Englehardt et al. (2009) pointed out that the university president, as head of the academic 
institution, bears the responsibility of administrating academic affairs in such a manner that they 
follow the policies outlined by the state. In addition to this, the university president has the 
responsibility of creating an alignment between policies and laws approved by the state and of 
ensuring their effective implementation. Thus, the rules and regulations being generated outside 
the academic arena also seem to have an influence on the course of action and direction adopted 
by the president.  
        Another dimension added to the role of a university president is evident from the ethical 
responsibilities associated with the position. As Walker (1981) asserted, the presence of a leader 
in a university is needed to ensure that the scholarly and administrative components of the 
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institution are managed effectively while adhering to ethical standards. Along with that, the role 
requires that the president be a source of ethical inspiration for everyone ranging from 
administrative staff members to students.  
The position can be perceived as very demanding as the occupant of the post is not only 
supposed to look after the administrative and academic aspects of the institution, but also 
required to manage the capital, human, and other resources as effectively as possible. The 
president also needs to be able to handle internal and external challenges, and take benefit from 
the opportunities present in the environment. The most critical aspect of the position is that the 
president must create a link between the external environment and the internal operations of the 
university (Padilla, 2005). Some challenges of being a university president are related to 
maintenance of educational standards, international outreach, financial issues, governance and 
accountability, as well as institutional autonomy. Especially in the 21st century, funding has 
become increasingly limited, and alternative sources of funding have not been fully developed. 
Fundraising in higher education has become a critical component for financing the institution. 
Fundraising has been identified as a fundamental component of the overall mission of the 
university. With decreased funding from the government, fundraising has become a necessity in 
institutions. Thus, an effective leadership style of a university president can affect fundraising 
and affect the university success as well (Nicholson, 2007). 
The financial role of a university president has also been emphasized by researchers. Bess 
and Dee (2008) elaborated on budgetary planning indicating that the final authority of approval 
of a budget plan, as presentable to the board of directors, is in the hands of the university 
president. Planning for the budget is usually started off by the chairs of the respective 
departments who will in turn send it to the dean for approval. The dean has the responsibility of 
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evaluating the budget plan prior to submitting it to the vice president, who deems the plan 
appropriate and sends it to the president for final approval.  
        The financial management of university resources is one of the most prominent 
responsibilities of the university president (Bess & Dee, 2008). The president must properly 
allocate resources, understand the economic challenges and threats of the external environment, 
and have the ability to follow a course of action that will lead the academic institution on a 
continued path of success. Considering the economic crisis, the financial decisions that a 
university president must make determine the level of stability that educational institutions will 
be able to maintain during a time of turbulence. Presidents need to make a variety of tough 
decisions to deal with matters such as “increase tuition fees and reduce aid, to freeze recruitment 
or layoff staff, and a slowdown in some college building programs” (Fullan & Scott, 2009, p. 4). 
These decisions require the administrative skills of the president. The financial crunch has 
required them to be more narrowly focused and to adopt an approach that emphasizes the 
financial management of the institution. 
Previous Research on the Role of University Presidents 
In recent years, many dissertations on academic leadership examined the university 
leadership of presidents (Brown, 2010; Drumm, 2011; Mathern, Dennis, 1998; McMurray, 2010; 
Mills, 2004 & Ihedigbo, 2012). None of these researchers explained the leadership of university 
presidents at land-grant institutions, where the leadership role is a critical factor in today’s 
economic time.  
For example, Mills (2004) examined the leadership of a university president during a 
crisis situation. Specifically, the study examined the presidential leadership in three case studies: 
an airplane crash in 1970, people killed at the athletic department at Oklahoma State University 
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in 2001, and people killed at Texas A&M University in 1999. These crises required presidential 
leadership. The author aimed to explain how certain leadership action leads to different results. 
Furthermore, the study allows leaders in higher education institutions to review their actions 
during a crisis and learn how to take actions to better prepare for the future. The leadership 
frames used in this study are political, human resources, bureaucratic, and symbolic. The result 
indicates that effective presidential leadership occurred mostly on the human resource frame 
following by symbolic, political, and bureaucratic frames.  A president’s sense of loss plays a 
critical role in shaping the human resource frame in the leadership role. However, the 
bureaucratic frame can be significant during the crisis phase of saving life or property. Overall, 
the leadership styles vary by crisis, and presidents need to properly adapt the right style at the 
right time. 
A study done by Mathern (1998) discussed the leadership strategies of American 
university presidents. The research has used leadership strategy model to study how the leaders 
managed change. This model consists of three types of leadership models. These are: the linear, 
adaptive, and interpretive models developed by Chaffee in 1985. Chaffee randomly sampled 
university presidents who served at four-year accredited institutions. The linear model suggests 
that the leaders make direct action involved in the strategic plans and decision-making process to 
achieve the goals. The adaptive models are suitable for leaders who want to challenge the 
process by taking risks and using innovation. The interpretative model defines a leader as a 
facilitator who guides individuals to meet certain objectives. The study concluded that the 
university presidents adapted all three models of leadership in different ways. In general, 
experienced university presidents prefer the linear model, but the interpretative strategy model or 
the adaptive strategy model is required when the presidents were dealing with bringing change. 
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Moreover, recent studies about the leadership and the role of university presidents 
suggest shifts in the role of university presidents from the traditional, bureaucratic leadership 
styles towards the democratic models of transforming leadership, servant leadership, and 
relational leadership (McMurray, 2010). Many researchers tried to understand what makes 
leadership effective. Despite this mounting literature on leadership, a gap remains in the specific 
exploration of relational leadership in the role of the university president. This study helps 
understanding of the role of university president in the relational leadership model.  Therefore, 
the study implies that the relational leadership model is the central theme among the presidents 
in the leadership role in their university. 
Another study by Brown (2010) investigated transformational, transactional, and laissez-
faire leadership styles of historical black college and university (HBCUs) presidents. It also 
examined presidents' perceptions of the styles, values, and attributes needed to lead effectively, 
and it provided advice to those aspiring to the presidency. There were 72 presidents at HBCUs, 
public and private, in the U.S. during 2005 to 2010. A mixed method was used for data 
collection, compromising: designed survey, focus groups, interviews, data from university web 
sites, and vitas provided by participants. The results of the study clearly indicated that HBCU 
presidents utilized transformational or transactional leadership behaviors in their roles. The data 
revealed that cultural values, attributes, and leadership styles make a difference in their success 
or failure. The data also revealed that mentors and mentoring played a key role in the 
development of these HBCU presidents. 
Another study of university presidents at historically black colleges and universities 
(HBCUs) by Ihedigbo (2012) examined the leadership practices and their preparation factors on 
determining the effectiveness of academic leadership. The study focused on to developing an 
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understanding about the reasons that some presidents of HBCU member institutions are more 
effective than others. The author discussed several strategic steps needed to ensure strengthening 
of the qualities of future leaders of higher education institutions. Quantitative approaches were 
used to examine the relationships between higher education institution leaders' success and 
preparation factors. The study aimed to find some preparation factors that were common among 
successful leaders of institutions of higher education, especially historically black colleges and 
universities. The study concluded that outstanding and ordinary presidents have equal knowledge 
of leadership. 
Drumm (2011) focused on the relationships between the presidential leadership and 
fundraising goals. Since university presidents faced many challenges in keeping daily operation 
of their institution during the economic downturn, fund raising is an important part of their 
leadership activities. Bolman and Deal (1990) developed four types of leadership: structural, 
symbolic, political, and human resource leadership models. The leadership styles of university 
presidents are altering how much giving could be brought to the university. Thus, university 
presidents as fundraisers play an important role in shaping the leadership frame for this study. 
There were 70 presidents in public and private not for profit high research universities.  The 
result indicates that the human resource leadership frame received a high finance gain during the 
six-year period compared to other leadership frames. Therefore, the use of human resource by 
leaders can help in receiving higher amount of donation. 
Previous Studies Using the Leadership Practices Inventory  
      There have been numerous studies in the area of leadership practice inventory, and some 
of those are discussed in this paper ( Aaker, 2003; Anderson, 2004; Bauer, 1994; Castro, 2003; 
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Du Plessis, 2008; Hempowicz, 2010; Orman, 2002; Oliver, 2001; Plowman, 1991; Rozboom, 
2008).  
For example, Plowman (1991) assessed the leadership practices and found the differences 
between the college’s environment and leadership practices of college presidents. There were 28 
presidents within the State University System of Florida (SUSF) and 82 Vice Presidents who 
were responsible for academic affairs, business and finance, student affairs, and institutional 
advancement. The presidents completed the LPI-self Surveys, while their vice presidents 
completed LPI-observed surveys. The finding suggests there are significant differences in 
leadership practices between presidents and vice presidents.  Presidents were rated higher, in the 
70th percentile as compared to the score provided by the followers. Moreover, vice presidents 
consistently rated the presidents' leadership practices and the institutional environments lower 
than did the presidents. 
Another study done using LPI in December 1993 was called “Are the Leadership 
Practices of College Presidents in the Northeast Distinct from those of Leaders of Business and 
Industry?” by Margaret Bauer. The author focused on determining whether there are significant 
differences in terms of leadership practices between academic presidents and business presidents 
in challenging economic times. Business leaders mainly focused on the profit outcomes, while 
academic leaders focused on freedom, tenure, promotion, and organizational structures. The LPI-
self and observed surveys were distributed to the two samples. The key findings were that the 
leadership practice enabling others to act earned the highest means scores in both groups. 
However, enabling others to act was considered higher in academic leader by compared to the 
business leaders. Effective leadership practices for academic leaders ranked as follows: inspiring 
a shared vision, challenging the process, modeling the way, and encouraging the heart. While the 
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business leaders ranked the leadership practices as follows: challenging the process, modeling 
the way, encouraging the heart, and inspiring a shared vision. The author suggested two meta-
practices for envisioning (CTP, ISV, and MTW), and implementation (EOA and ETH). 
Another study conducted by Oliver (2001) on Chief Student Affairs Officers in Texas, 
analyzing their leadership practices. The study aimed to examine the current leadership practices 
of chief student affairs officers in order to understand their leadership practices and their 
influence in empowering excellence of the institutions. Moreover, many chief student affairs 
officers provide some leadership roles as support to the presidents in decision-making processes 
beyond their area.  However, previous research shows leadership skills lacking in chief student 
affairs officers. The sample included LPI-self surveys for the chief student affairs officers and 
LPI-observer surveys for their followers at five research universities in the United States.  The 
result found that the mean scores were high on the LPI-self instrument compared to LPI-observer 
scores. However, the ranked order for the five leadership practices was the same in both groups 
as follows: enabling others, modeling, encouraging, challenging, and inspiring.  
Another study in which LPI helped to disprove misconceptions was a study done at the 
University of Colorado in Denver. It was called “Footprints to the Academic Deanship: Women, 
Generative Leadership, and Power” by Orman in 2002. The study developed a model of 
leadership styles and communication skills of female academic deans at public-funded 
institutions using a mixed method. The findings concluded that the leadership practices ranked 
were in the same order as ranked by deans and observers: enabling others to act, modeling the 
way, challenging the process, encouraging the heart, and finally, inspiring a shared vision. 
However, deans ranked themselves higher on all five practices compared to their observers. 
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 Aaker (2003) carried out a study on a sample of Executive Female Administrators. The 
purpose of this study was to see if there is a difference between female executive administrators 
in student affairs and female administrators in academic affairs at Tennessee community colleges 
in terms of leadership practices.  A quantitative method was used in LPI self and observer 
surveys. The result indicated that there were no differences between the groups, and both groups 
had the same ranked order with enabling others to act as the first practice engaged in by the 
participants followed by modeling, encouraging, challenging and inspiring.  
Another study was done by Castro (2003), aiming to study the leadership practices of 
academic deans. This study focused on examining the relationship between emotional 
competence and leadership effectiveness among academic deans in higher education. The sample 
included 36 participants from Chief academic officers (CAO), Deans and academic department 
chairs.  Data were collected using the Emotional Competence Inventory and the Leadership 
Practices Inventory (self only). The result found that the mean scores for the deans were higher 
compared to the mean scores of chairs and COA on all five leadership practices, except for 
modeling. In sum, the result indicated that the successful academic unit using different 
leadership skills to manage their performance. 
A study by Rozeboom (2008) focused on discussing the various practices of the chief 
student affairs officers with regard to their leadership skills. The discussion of these leadership 
practices is a great source of information for all the chief student affairs officers across the nation 
and can help them polish their abilities. It should also aid them in taking their institutions to 
higher levels of excellence and discipline along with causing them to be more influential leaders 
in their organizations. When the results are examined in the terms of the mean scores of enabling 
others to act, it is found that most of leaders emphasize maintaining high quality relationship 
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with the people around them. This was followed by the leadership practices of modeling the way, 
encouraging the heart, challenging the process and sharing the vision. 
The five practices of leadership are ranked in the same exact order by both the chief 
student affairs officers and their direct reports. But in the case of self-reports, the scores are quite 
a bit higher than those found in the study of the LPI by Kouzes and Posner (2002). The scores 
are even higher than the ones present in the database of Kouzes and Posner (2002). The factors 
of ethnicity and gender made no difference in the results as a whole. The only differences found 
were on the basis of various educational institutions and their educational backgrounds. The 
conclusion of the study suggests that the chief student affairs officers should examine the major 
findings of this study to get a better understanding of the differences between the self-view and 
the opinions and comments of the observers. The student affairs officers should give special 
attention to the feedback that they get from others. Along with this, they should invest more in 
the leadership sector and make the results of this study available to the managers responsible for 
carrying out this whole process in a transparent manner (Rozeboom, 2008). 
du Plessis (2008) investigated the leadership practices of women superintendents of 
public school divisions. The researcher used a variety of data collection methods, including 
interviews, member checks, field notes, and a reflective journal, as well as an LPI-self survey. 
There were only 8 interviews in the study. The study concluded that women superintendents 
focused on building relationship with others. They also used their leadership positions to handle 
the issues of gender discrimination.  
       A recent study done by Hempowicz (2010) focused on studying the 
transformational leadership Characteristics of College and University Presidents. Kouzes and 
Posner’s (2007) well-established Leadership Practices Inventory (Self Instrument, 3rd Edition) 
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was used to measure leadership practices. There were 219 presidents of private four-year 
institutions invited to complete the LPI self-survey developed by Kouzes and Posner (2007).  
About 146 (66.67%) presidents participated in the study. The results of the research revealed that 
enabling others to act was the most frequently used leadership practice, followed by modeling 
the way, inspiring a shared vision, encouraging the heart, and challenging the process. 
Summary 
 This chapter provides information about various laws that shaped the form of policies in 
land-grant universities. Furthermore, the role of leadership in higher education is discussed in the 
context of the research that has been carried out. This chapter includes an analysis of the 
previous research done and the latest information regarding it. This chapter has included and 
explained a number of different theories and concepts about leadership.  
 Many theories for explaining the development of a leader or evolution of leadership have 
been put forward such as the great man theory, trait theories, behavioral theories, and role theory. 
Each of the theoretical frameworks seems to offer some explanation of the concept of leadership. 
However, the comprehensive framework of leadership is still lacking in existing literature 
(Vandenberg, & Sandmann, 1995). For this dissertation, the leadership definition by Kouzes and 
Posner was taken into consideration. They have provided a classic definition of exemplary 
leadership by indicating that it involves the following factors: modeling the way, inspiring a 
shared vision, challenging the process, enabling others to act, and encouraging the heart.  
 This chapter also discussed the role of a leader in offering encouragement to followers by 
focusing on their achievements and offering words of encouragement and appreciation. This 
practice enables leaders to be a source of confidence for their followers. This appreciation and 
encouragement also become a source of positive reinforcement for the followers, which motivate 
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them to repeat the positive set of actions in the future. This chapter also included various efforts 
made by the government of the United States to provide students with the right skills in the 
universities so that they could be a part of the national economy as skilled workers equipped with 
all the right tools. To make this arrangement successful and practical, various acts and laws were 
passed so that the government could play an effective role in the higher education of its youth. In 
this context, the Morrill Acts of 1862 and 1890 are the most important ones.  
 This chapter has also highlighted the role of a university president as the leader who is 
responsible for making decisions, clarifying, and determining the direction of activities to 
improve the institutional climate through communication, and representing the institution in a 
dignified manner. In addition to this, the university president has the responsibility of creating an 
alignment between the policies and laws approved by the state, and ensuring their effective 
implementation. Thus, the rules and regulations being generated outside the academic arena also 















This section of the methodology chapter briefly highlights the various approaches 
adopted by the researcher to collect data from the research participants. Researchers can use a 
variety of methods while exploring an area of interest. Each of the methods used has its own 
strengths and weaknesses. The approach used by the researcher has been termed a mixed 
research approach to understand the leadership practices of university presidents of land-grant 
universities in the U.S. In a mixed method, the researcher explains the findings by using 
quantitative and qualitative methods to expand our knowledge of the phenomenon under study 
(Parse, 2009).  Barnham (2012) states that “the two methodologies often work in effective 
symbiosis with each other and each brings to the other a level of understanding that it would not 
otherwise achieve” (Barnham, 2012; p. 4) . 
In this study, the researcher uses the Leadership Practices Inventory (LPI)-self survey 
(quantitative method) developed by Kouzes and Posner (2003) along with the interview 
description (qualitative method) to gather data. The research process uses a blend of quantitative 
and qualitative approaches known as a mixed method to expand the understanding of the 
leadership practices of university presidents at land-grant universities in the United States.   
Design of the Study 
This research examined the leadership practices adopted by university presidents of land-
grant universities as described by Kouzes and Posner (2002). Furthermore, this study aimed to 
find whether a difference exists between participants in terms of each practice. To define the best 
practices of university presidents, the research used a “mixed” method approach.  
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First, the researcher sent out a link to a leadership profile inventory (LPI) self-survey by 
email to all presidents of land-grant universities. However, due to the limited responses, hard 
copy LPI-self surveys were mailed to the presidents who did not return the LPI self-survey on 
time. The aim of the survey was to understand the leadership practices being used by the 
university presidents of land-grant universities in the United States.  
Second, interview participants were selected according to the LPI score of highest and 
lowest among the returned surveys. However, when the LPI scores were similar among the 
participants, random selection was made to select the interviewees. After determining the 
interviewees, the researcher sent an invitation via email to these presidents asking them for an 
interview, reminding them that their participation was important to the research, but it was still 
voluntary. Moreover, the researcher explained to them the terms of confidentiality and 
anonymity. The aim of the interview was to get an inside perspective from each president as to 
how he or she performed in the organization according to the five practices set by Kouzes and 
Posner (2002).  
The next step focused on the presidents who agreed to proceed with the interview. An 
email was sent asking them for the best time and date for the interview with a reminder about the 
participant’s confidentiality and anonymity. Moreover, the researcher informed the participants 
that results of the study would be available through West Virginia Libraries. 
Upon completion of these steps in determining the participants, the interviews took place. 
On the day of interview, the researcher informed the participant that a recording device would be 
used to easily access the data and would be used by the researcher only to transcribe the answers. 
The researcher reminded the participants that this interview was voluntary and that if there were 
any questions they did not want to answer, they had the option to do so. Fortunately, this was not 
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the case, and all of the five participants completed all five questions as outlined in the interview 
protocol.  
Moreover, the interview questions are semi-structured that allow the researcher to use a 
standard list of questions with the participants, as well as ask other related questions to probe 
further. This allows the participants to describe the phenomena in a more narrative way 
(Whiting, 2008). The interview questions were structured to bring forth the thoughts, feelings, 
and perceptions of the participants about their exemplary leadership practices. The interview 
protocol consisted of the five questions related to the leadership practices of exemplary 
leadership as explained by Kouzes and Posner (2002). The questions were designed to give a 
better understanding of the leadership practices of university presidents at land-grant universities.  
Before each question, the researcher gave the interviewee a brief explanation of the meaning of 
the practice. 
The Interview Questions 
Question one: Modeling the way.  
 What do you think about the practice of modeling leadership? Is it important or not? Can 
 you tell me how you model leadership in your position as a president in your university? 
Question two: Inspiring a shared vision.  
What do you think about the importance of sharing a vision as a president of a LGU? 
How do you communicate a shared vision with others? 
Question three: Challenging the process. 
 What does it mean to challenge the process at a land-grant university? How do you show 




Question four: Enabling others to act. 
What do you think about the importance of enabling others to act independently to fulfill 
a common mission? How do you enable others to act independently to fulfill a common 
mission? 
Question five: Encouraging the heart. 
What do you think about the importance of encouraging the heart in your institution? 
How do you encourage the heart in your university? 
Participants of the Study  
To identify the population, the website of higher education resources has listed all land-
grant institutions in the United States  (Higher Education Resources Hub, 2008). From the 
university web site, information about the president and biography indicate the year he or she 
was appointed as president of the university.  
Considering the scenario, the population of the study comprised all the presidents in the 
land-grant universities (see Appendix A). Ideally speaking, the best course of action would be to 
gather information from all the presidents to have access to as much information as possible 
about the leadership principles of the land-grant universities.  The LPI-self survey was emailed 
to all 65-university presidents of land-grant universities. The response rate of 40% is considered 
acceptable since few participants are available to complete the survey on time (Methodist 
Communication, 2009). There were 26 LPI self-survey (40%) returned from the total population. 
  To obtain data from the participants by using a qualitative interview, the researcher used 
purposive sampling. Purposive sampling allowed the researcher to produce information that 
enhances the findings of the study (Teddlie & Fan Yu, 2007). There were only six interviewees 
whom the researcher selected based on the participants who returned the LPI-self surveys. The 
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sampling technique used for the purpose of identifying the potential participants in the study was 
purposive sampling. A list of structured questions was presented to the interviewees to obtain 
responses about the use of leadership on the basis of the five leadership dimensions. All 
participants were serving currently as presidents of land-grant universities for at least two years.  
Instrumentation 
In this study, the Leadership Profile Inventory (LPI) instrument developed by Kouzes and 
Posner (2003) was used to measure the leadership practices of participants. This tool essentially 
helped assess the extent to which these practices are being used to increase the level of efficiency 
and effectiveness. LPI helps to discover the potential of any individual to become a leader, as 
being a leader requires use of correct tools and acceptable feedback.  
Mixed research methods were used in the form of qualitative and quantitative research 
methods emerging from the LPI instrument. Five leadership practices were generated as a result 
of personal experiences of leaders through case studies in-depth interviews. Those five best 
leadership practices include: (1) Modeling the Way, (2) Inspiring a Shared Vision, (3) 
Challenging the Process, (4) Enabling Others to Act, and (5) Encouraging the Heart. 
The LPI (individual-form) instrument consists of 30 items (each practice has six items) assessing 
all five principles of exemplary leadership described by Kouzes and Posner (2002). These items 
provide a way for individual leaders to measure the frequency of their own specific leadership 
behaviors on a 10-point frequency scale. A higher value stands for more frequent use of that 
particular leadership practice as follows: (10) Almost Always, (9) Very Frequently, (8) Usually, 
(7) Fairly Often, (6) Sometimes, (5) Occasionally, (4) Once in a While, (3) Seldom, (2) Rarely, 
(1) Almost Never (see Appendix B).  




Practice one: Modeling the way. 
Statement1:  I set a personal example of what I expect of others. 
Statement 6: I spend time and energy making certain that the people I work with adheres 
to the principles and standards we have agreed on. 
Statement 11: I follow through on the promises and commitments that I make. 
Statement16: I ask for feedback on how my actions affect other people’s performance. 
Statement 21: I build consensus around the common set of values of running our 
organization. 
Statement 26: I am clear about my philosophy of leadership. 
Practice two: Inspiring a shared vision. 
Statement 2: I talk about future trends that will influence how our work will get done. 
Statement 7: I describe a compelling image of what our future could be. 
Statement 12: I appeal to others to share an exciting dream of the future. 
Statement 17: I show others how their long-term interests can be realized by enlisting in a 
common vision. 
Statement 22: I paint the “big picture” of what we aspire to accomplish. 
Statement 27: I speak with genuine conviction about the higher meaning and purpose of 
our work. 
Practice three: Challenging the process. 
Statement 3: I seek out challenging opportunities that test my own skills and abilities. 
Statement 8: I challenge people to try out new and innovative ways to do their work. 
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Statement 13: I search outside the formal boundaries of my organization for innovative 
ways to improve what we do. 
Statement 18: I ask, “What can we learn?” when things don’t go as expected. 
Statement 23: I make certain that we set achievable goals. 
Statement 28: I experiment and take risks, even when there is a chance of failure. 
Practice four: Enabling others to act. 
Statement 4: I develop cooperative relationships among the people I work with. 
Statement 9:  I actively listen to diverse points of view. 
Statement 14:  I treat others with dignity and respect. 
Statement 19:  I support the decisions that people make on their own. 
Statement 24:  I give people a great deal of freedom and choice in deciding how to do 
their work. 
Statement 29: I ensure that people grow in their jobs by learning new skills and 
developing themselves. 
Practice five: Encouraging the heart. 
Statement 5: I praise people for a job well done. 
Statement 10: I make it a point to let people know about my confidence in their abilities. 
Statement 15: I make sure that people are creatively rewarded for their contributions to 
the success of our projects. 
Statement 20:  I publicly recognize people who exemplify commitment-shared values. 
Statement 25: I find ways to celebrate accomplishments. 





LPI Self-Survey Version: Means and Standard Deviations 
 Model Inspire Challenge Enable Encourage 
Mean 47.0 40.60 43.90 48.70 43.8 
SD 6.0 8.8 6.8 5.4 8.0 
Note. Adapted from The Leadership Practices Inventory: Theory and Evidence Behind the Five 


















Means and standard deviations for each practice of the LPI-self leader of Kouzes and 
Posner (2002) study are presented in Table 3.1. Furthermore, means and standard deviations 
scores of LPI determined that the enabling others to act practice is the most repeated one among 
leaders. Then comes modeling the way, while challenging the process and encouraging the heart 
are similar in usage among leaders. Inspiring a shared vision practice is considered to be the least 
common practice used by the leaders (Kouzes & Posner, 2002).  
Kouzes and Posner’s (2012) percentile ranking was used as a continuum to rank each of 
the five leadership practices from high, moderate, and low scores for each participant. These 
rankings are based upon a study of more than 12,000 leaders who utilized the LPI-self survey 
and who scored at or below the following given levels for each practice: high percentile range 
from 70 to 100, moderate percentile range from 30 to 69, and low percentile range from 1 to 29 
(See Table 3.2). 
The LPI instrument is reliable. Basically in terms of internal consistency reliability, an 
instrument is said to be more reliable if it contains fewer inconsistently rated items and a 
reliability score above 0.60. The internal consistency reliability coefficient (Cranbach's alpha) of 
self-report of LPI is 0.75 or above in each of the five dimensions of leadership practice, which 
means that all of the five measures of leadership practices possess strong internal reliability 
coefficients, making LPI a reliable instrument (See Table 3.3). These five practices also have 
strong test-retest reliability with coefficients at 0.90 and above. 
A study by Zagorsek et al. (2006) showed that LPI as an assessment tool is more reliable 
and accurate when dealing with people who possess low to medium leadership competencies 
rather than the high-quality leaders. This leads to the result that LPI is best when used for the 




The Leadership Practices Inventory: Percentile Ranking 
Percentile         Model          Inspire           Challenge                Enable        Encourage 
Ranking 
 
High                52-60             51-60               51- 60                 54-60              53-60 
70-100 
Moderate         43-51            39-50                41-50                  47-53             42-52 
30-69 
Low                 20-42             13-38               17-40                 21-46              15-41 
1-29 
Note. Adapted from The Leadership Practices Inventory: Percentile Ranking by James Kouzes 














Internal Reliability (Cronbach’s alpha) for Self-Version 
 Model Inspire Challenge Enable Encourage 
Reliability 0.77 0.87 0.80 0.75 0.87 
Note. Adapted from The Leadership Practices Inventory: Theory and Evidence Behind the Five 




















The internal reliabilities of the leadership practices are highly consistent over time. 
Leadership Practices Inventory possesses high predictive and face validity. People 
believe and easily understand the findings of this tool, and it also helps in predicting leaders 
ranging from low to moderate and high leadership competencies. Face validity (content validity) 
is high as it truly measures what it purports to assess, and the results are useful and meaningful 
for the respondents. The results have a strong correlation with the various measures of 
performance, which helps in predicting the effectiveness of leaders, and so it can be said that the 
predictive validity of the LPI is high.  Carless (2001) conducted a study to assess the construct 
validity of this tool with a sample of 1400 subordinates from a finance company. It was found 
that LPI is highly valid in assessing the higher order transformational leadership. 
Researcher as an Instrument in Interviews 
The researcher acts as a very strong and powerful instrument in the interview part of the 
qualitative research.  In a qualitative study, the researcher is considered “the primary instrument 
for making sense of the phenomenon under study” (Barrett, 2007; Abstract). There are a number 
of ways in which by acting as an instrument, the researcher can provide a huge amount of 
information that otherwise is not available. The researcher in an interview can be a source of the 
information the interviewee is providing, by getting into the depths of the words and interpreting. 
The researcher can also play her role very effectively if she successfully records all the 
information through electronic digital recordings of the interviewee’s answers.  
The researcher can be a better instrument by not being candid, but instead asking relevant 
questions in a manner that could bring out the truth behind certain events or facts that people 
usually know from a different perspective. As an instrument, the researcher should be more 
focused upon the feedback required than on unnecessary details that do not have anything to do 
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with the objective of the research. As far as keeping the bias out of the research project, the 
researchers can avoid it in interviews by avoiding the questions that lead the interviewee in a 
certain direction. To avoid bias in research, the researcher should never attempt to put his or her 
desired answers in the interviewee’s mouth. In fact, the interviewer should be asking neutral 
questions that could help in getting better quality information. Barrett (2007) indicates that the 
researcher’s approach and experience of the phenomena could influence the findings. However, 
the data presented from the interviewees seem to reflect what the participants were actually 
doing, and the conclusion is based on their thoughts and words. The interview part aims to 
interpret an experience from the participant’s “point of view.” The qualitative researchers 
attempt to understand how people interpret their world by using an empathic understanding of 
their own thoughts, feelings, and motives to understand the actions of others (Maykut & 
Morehouse, 1994).  
Chapter four presents a clear description on how the data collection was carried out to 
remove the researcher and participant bias.  
Data Collection 
All of the data obtained for this study were collected personally by the researcher using 
LPI individual-report survey, and by conducting interviews of selected participants. The 
researcher generated a mailing list of all university presidents of land-grant universities in the 
United States. Each university president’s contact information was taken from the university 
website, specifically from the Office of the President link, which includes the participant’s 
institution mailing address, the president’s biography, email address, and phone number. After 
receiving approval from West Virginia University’s Institutional Review Board for the 
Protection of Human Subjects and a permission letter from the instrument developers, the 
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researcher sent an email to the participants requesting them to participate in the Leadership 
Profile Inventory, self-report survey during the first week of November 2012. They were 
informed that their participation was important to the study and were encouraged to return 
questionnaire answers within a two-week period. Also, the email included a specific ID and 
password for each president and the link to answer the survey questions. The email outlined the 
purpose of the study and its objectives and also assured participants of data anonymity (See 
Appendix C). 
However, participants who failed to respond within the two weeks were sent a second 
email as a reminder and were encouraged to participate in the survey. A sample of the invitation 
to participate in the survey are included is Appendix D. Because the data collection occurred 
during the end of the fall semester, when most presidents are busy with their academic work, the 
researcher deemed it suitable to send reminders to participate in the study. Thus, a third follow-
up was emailed sent out to the participants, within a two-week period, aiming to increase the 
participation rate (See Appendix E). Responses to the survey were collected using an electronic 
version of LPI from the publisher website, with permission from the instrument developers. 
However, only 10 surveys were returned electronically from the participants.  The researcher 
noticed that most emails were sent to the presidents’ assistants first, and most declined or ignored 
requests were made by the assistants according to the priority schedules for the presidents. Also, 
some presidents were in a transition period and were no longer available to participate in the 
study. Then, the researcher tried to follow up with a phone call to the presidents’ assistants, 
asking them to help with delivering the LPI-self survey to the presidents in person. A hard copy 
of the LPI self-survey was requested and mailed to the president’s office address directly by the 
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middle of January 2013, with a return stamped envelope to the researcher’s home address. By the 
end of February 2013, the researcher received 16 LPI surveys at her home address.  
Upon completion of the survey, the researcher selected interviewees based on the list of 
participants who have returned the LPI-self surveys. An email invitation was sent to each 
president. Presidents who agreed to do the interview replied back with the day, time, and the 
method to conduct the interview, either by phone or by fact-to-face interview. Following that, an 
email confirming the day and time was sent to the participant’s email address. Six presidents 
were scheduled for the interviews. As the study proceeded, on the day of the interview, one 
potential participant was no longer available due to an urgent medical reason. Thus, five 
participants successfully completed the answers during the interview protocol. 
The interview started with the researcher expressing gratitude to the participants for 
providing time for an interview. Then the researcher shared a brief description of the purpose of 
the study, the benefit of the study, and the importance of accuracy of information in the research. 
The participants were verbally reassured of the maintenance of their anonymity and 
confidentiality.  The interview progressed when the participants provided the researcher with 
informed consent about answering the questions and using the digital recording device. The 
questions were put forward one by one for the presidents to answer, with the choice to decline 
any query they did not wish to answer. Finally, the interview process was concluded by assuring 
the confidentiality and anonymity of respondents, and thanking the participants for their time and 
effort to help complete the study. 
Data Analysis 
The responses obtained by the online or paper surveys (data file) were tabulated with the 
Statistical Package for the Social Sciences (SPSS). After tabulation of the data, the researcher 
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checked the normality and homogeneity of the responses. The assumption of homogeneity of 
variance was tested by Mauchly’s test of sphericity. If the result did not meet the assumption of 
normality, a log of the data was taken. But if the assumption of homogeneity of variance was not 
fulfilled, the feature of data transformation was used. 
Descriptive statistics was used to report means, standard deviations, and frequencies, 
which can be used to describe the leadership practices of the university presidents. Multiple 
displays such as tables were used to present findings of the survey data, whereas inferential 
statistics was used to analyze the differences and relationships between the variables. There are 
three research questions, and the statistical methods associated with each research question are 
described. Furthermore, the null hypothesis and the proposed statistical analyses to answer each 
research question are listed below: 
             Research question one. What leadership practices are used by presidents of land-grant 
universities as reported in the LPI-self survey? To address this research question, a descriptive 
analysis used a statistical review of the individual’s survey, which was completed using a 
Statistical Package for the Social Sciences (SPSS) to assess the score for each university 
president. They responded on a self-rating of the LPI 30 items, yielding (1) a score from one to 
ten on each item, (2) a total from 6 to 60 on each dimension, and (3) a combined average mean 
score for each dimension. For example, the total score for dimension one was determined by 
adding the individual’s ratings for the six items associated with the dimension.  
The survey ratings and resulting scores of the president’s self-rating are referred to as 
“self” ratings. A combined score was calculated for each participant on all five practices (1) 
Modeling the Way, (2) Inspire a Shared Vision, (3) Challenge the Process, (4) Enable Others to 
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Act, and (5) Encourage the Heart. Means and standard deviations for each of the five practices of 
leadership scores were reported as rank-ordered according to the survey results. 
 The percentile ranking for each individual’s scores was calculated according to the LPI-
self percentile ranking provided by Kouzes and Posner (2012). The normative scale allowed the 
researcher to rank each of the five leadership practices along a continuum of high, moderate, and 
low scores for the cumulative scores of each participant. These rankings were based upon a study 
of more than 12,000 leaders who utilized the LPI-SELF and who scored at or below the 
following given levels of 70 to 100 as high, 30 to 69 as moderate, and 0 to 29 as low. These 
percentile rankings are further discussed in Chapter 4. 
Research questions two. Is there a significant difference in how land-grant university 
presidents perceived their leadership practices across the five principles of LPI? If so, which 
practices are perceived differently among land-grant university presidents? H02: There are no 
significant differences between leadership practices of university presidents of land-grant 
universities in the United States in terms of the five perceived practices of leadership scores. To 
test this research question, a “repeated-measures” (within subject) analysis of variance 
(ANOVA) was used to compute the variables. For this analysis of variance, it was the five 
dimensions for all participants report the repeated values. There is no between-subjects factor for 
this analysis. 
If the analysis of variance yielded a statistically significant finding (p<. 05), then the 
effect size was computed using partial Eta squared. After that, a “multiple comparison” was 
computed to determine which pairs of the dimensions differ significantly (p<. 05). Thus, 
comparisons were tested. For example, modeling the way vs. inspiring a shared vision and so on 
were compared to fully determine which dimensions show a statistical difference. The rating 
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may show statistically significant higher ratings by the presidents for modeling the way than for 
inspiring a shared vision. The number of comparisons to be computed should not be sufficient to 
pose a threat of Type 1 error (Bretz, Hothron & Westfall, 2011). 
          Research questions three. How do university presidents of land-grant universities think 
they use leadership practices in their institutions as described by Kouzes and Posner (2002)? The 
data analysis process took place after each interview and throughout data collection (Maykut & 
Morehouse, 1994). The researcher used a qualitative data analysis method known as a “Constant 
Comparative” method developed by Maykut and Morehouse (1994). The constant comparative 
method combines inductive category coding that takes a concurrent comparison of all the units of 
meaning obtained (Maykut & Morehouse, 1994).  Steps in preparing the data for analysis began 
with transcribing the recording interview by the researcher. Then, the researcher labeled each 
transcribed recording with a fictitious name in order to maintain confidentiality and maintain a 
tracking system of the information. Then, the researcher inserted all the participant’s answers 
under the question asked. For example, the researcher inserted all the answers related to question 
number 1 with the identify label for each participant together.  
After that, the researcher coded each existing theme for each participant with the same 
color for each theme under each practice. If the same theme was found in another question, the 
researcher coded the theme with the same color as chosen before. Valenzuela and Shrivastava 
(2008) described a method of analysis of interview data by identifying the code for each theme 
as they emerge. In this way, each code represented the common patterns and regularities in the 
participant’s answers.  This enabled the researcher to locate comments within the context of the 
overall interview at a later date. Lincolon and Goba (1985, p. 334-346) explained this strategy as 




Next, the data were arranged according to the existing common themes identified by the 
researcher that provided a foundation for evaluating the data with reference to the principles of 
leadership provided by Kouzes and Posner (2002). The interview questions were analyzed to 
identify the presence or absence of the theme according to LPI categories as follows: (1) Model 
the Way, (2) Inspire a Shared Vision, (3) Challenge the Process, (4) Enable Others to Act, and 
(5) Encourage the Heart. The codes and themes were analyzed to find units of meaning that were 
examined to find emerging themes (Maykut & Morehouse, 1994). The researcher identified the 
important theme or concept that could give the meaning for each practice. For example, when the 
participant talked about the collaboration and trust between leader and followers, this concept 
related to the leadership practice “Enabling Others to Act.” Then, data were coded into 
categories according to each leadership practice.  
The units of meaning were reviewed carefully to discover recurring themes and ideas; 
pieces of information that seemed to overlap with others were combined (Maykut & Morehouse, 
1994). The researcher then explored the data codes that could be placed in another category and 
used the “looks like” or “feels like” criteria to identify the data codes that were similar or 
different from the categories or themes (Maykut & Morehouse, 1994, pg125). The researcher 
carefully reviewed all the data cards and categories to look in overlap or ambiguity that could 
exist through the analysis process of “coding and categorizing.” 
Finally, themes were compared between the categories of the five practices. The 
responses of the participants gave were compared and contrasted, with the codes and themes 
developed from the interviews, and compared to the result of LPI-self surveys. In general, the 
interview analyses compared with the results from LPI-self surveys represented a compilation of 
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best leadership practices of these university presidents at land-grant universities. 
Anonymity and Confidentiality 
It was imperative for the researcher to maintain the anonymity and confidentiality of the 
participants. The data collection process required the researcher to note the name of the 
university with which a participant was affiliated, and the name of the university president, as 
well. However, this information was not communicated to the readers in any form. The 
discussion about the responses from the interviews followed the ethical guideline of anonymity, 
as the researcher focused only on the content of the responses, without indicating the person or 
the university. The researcher verbally reassured the participants of their confidentiality verbally, 
and further assured them that the data obtained in the research through questionnaires and 
interview were used only for research purposes, without naming the people involved in the study. 
The responses of individual presidents were not highlighted with their names or their 
universities; anonymity and confidentiality were maintained. For this reason, each interviewee 
had a separate record number; the data were kept secure, with access available only to the 
researcher. 
 











This chapter focuses on analysis of the quantitative and qualitative data generated from 
the administration of LPI self-surveys and interviews of the presidents in land-grant universities. 
The evaluation of the data is based on the three research questions of the study. The resultant 
findings provide answers to these questions, indicating the trend of leadership practices being of 
presidents in land-grant universities. This chapter is divided into three sections. The first section 
focuses on analysis of results of LPI self- surveys. The second section looks at the analysis of the 
differences between the use and perception of the five practices of LPI. The third section entails 
the analysis of qualitative data, focusing on evaluation of how university presidents think they 
use leadership practices in their respective land-grant universities.  The three research questions 
are related to this study, and the proposed statistical analyses to answer each research question 
are listed below: 
Question one: The researcher asked, “ What leadership practices are used by presidents of 
land-grant universities as reported in the LPI-self surveys?” 
 A statistical review of the individual’s LPI self-survey score was completed using a 
Statistical Package of SPSS to assess the score for each university president on each statement. 
They responded with self-rating of the LPI 30 items, yielding (1) a score from one to ten on each 
statement, (2) a total from 6 to 60 on each practice, and (3) a combined average mean score for 
each practice.  
The survey ratings and resulting scores of the president’s self-rating are referred to as 
“LPI-Self” ratings. A combined score was calculated for each participant on all five practices: 
(1) Modeling the Way, (2) Inspiring a Shared Vision, (3) Challenging the Process, (4) Enabling 
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Others to Act, and (5) Encouraging the Heart. Means and standard deviations for each of the five 
practices of leadership scores of the sampled university presidents of land-grant universities in 
the United States were reported as rank-ordered according to the survey results. 
Table 4.1 shows that a majority of the presidents focused on the behavior of enabling 
others to act, which was a predominant leadership practice among university presidents (mean= 
53.92). It was followed by modeling the way, which held the second rank a (mean= 52.19). 
Inspiring shared vision was in third order with a mean of 51.27, which suggests that presidents 
have a moderate focus on this aspect. As far as challenge the process is concerned, it was ranked 
in fourth position with a mean value of 50.77. Last, the lowest score was obtained for the 
practice of encouraging the heart (mean=49.27), with the highest standard deviation scores were 
also observed in this category (SD =5.780). On the other hand, enabling others had the lowest 
degree of variation in terms of the response provided by the participants (SD= 3.006). This 
indicates that there was more agreement related to the leadership practice of “Enabling Others to 
Act” and less agreement among the participants related to “Encouraging the Heart,” thus 
resulting in the highest level of standard deviation (SD= 5.780).  Also, the standard deviation of 
encourage the heart is higher than the standard deviation of “enabling others to act.” It means 
that the respondents had a greater degree of variation in the responses to encourage the heart. 
The score on each leadership practice represents the degree of usage of the leadership 
components associated with that practice. For instance, enabling others to act consists of active 
listening, supporting decisions of others, and treating people with respect, a focus on 
interpersonal relationships and providing individuals with alternative courses of actions to select 




Table 4.1.  
Rank-Ordered Means and Standard Deviation for the Leadership Practices Inventory-Self (LPI-
Self) of Sampled University Presidents at Land-Grant Universities in the United States (N=26) 
Leadership Practices                               Mean                               Standard Deviation 
                                                      Combined Scores 
Enable Others to Act                             53.92                                          3.006 
Model the Way                                     52.19                                           4.631 
Inspire a Shared Vision                        51.27                                           4.738 
Challenge the Process                          50.77                                           4.885 















A high score represents a greater tendency of leaders to display these behaviors, while low scores 
indicate little utilization of these leadership behaviors.  
The second leadership practice, “Modeling the Way,” includes clarity about leadership 
philosophy, seeking feedback from others about the impact of the leader’s actions, compliance to 
standards, establishment of unanimously understood organizational values, use of personal 
example, and keeping promises. A high score shows that the leader significantly engages in these 
behaviors, while a low score represents less participation in these behaviors.  
A third practice is “Inspiring a Shared Vision,” which involves the following:  providing 
a vision for attaining interests and objectives, emphasizing meaning of work, appealing to others 
for sharing and following the vision, portraying the future in an appealing way, and discussing 
implications of future changes in the organization. A high score in this category means that the 
leader is focusing on these practices to a significant extent, while a low score suggests a low 
emphasis on these behaviors.   “Challenging the Process” involves use of innovative ideas, 
seeking external opportunities, focus on learning, experimentation and risk taking, and 
establishing goals and focusing on these practices to a significant extent, while a low score 
suggests a low emphasis on these behaviors objectives. A high score for challenging the process 
means that the university presidents are frequently engaging in the aforementioned behaviors. On 
the other hand, low scores show that the presidents do not engage in these behaviors on a regular 
basis.  
The last leadership practice included in LPI was “Encouraging the Heart.” It entails 
offering appreciation and support to people, acknowledging the commitment of others, using 
creative rewards, showing confidence in people, praising, and celebrating achievements. 
Presidents scoring high in this category show that they regularly use appreciation, rewards, and 
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acknowledgement to support people in continuing or enhancing performance. On the contrary, 
low scores show that the presidents do not offer verbal or non-verbal appreciation to others, do 
not reward positive behavior, and do not acknowledge the contributions of other people.  
Furthermore, the data analysis has included analysis of the separate categories of five 
leadership behaviors in terms of each statement and the related mean and standard deviation as 
depicted in the following sections: 
Practice one: Enabling others to act. The researcher presented the leadership practice 
of university presidents’ mean scores along with the corresponding standard deviation. Each 
statement related to enabling others to act was ranked from highest to lowest mean (see Table 
4.2). Developing cordial relationships with others by treating them with respect and dignity was 
a principal behavior (Mean= 9.65). This grouping related to statement number 14 (I treat others 
with dignity and respect) had the highest rank as well as the highest mean score  of all other 
practices out of the thirty statements. This suggests that university presidents at land-grant 
universities ensure that their interactions with other people are based on respect, thus retaining 
the dignity of others. Another statement with a high mean was statement number 19 (I support 
the decisions that people make on their own), which means that the presidents encourage people 
to make individual decisions and also offer support to make and implement the decisions 
autonomously. Statement number 4 (I develop cooperative relationships among the people I 
work with) indicates that the president focuses on formation of effective interpersonal 
relationships, based on mutual cooperation.  
The lowest mean value for this practice was for statement number 29 (I ensure that 





University Presidents’ Mean Leadership Practices Inventory Ratings for Statements Related to 
Enabling Others to Act 
LPI Statement Number                                                       Mean                  SD 
Statement fourteen 
    - I treat others with dignity and respect.                            9.65                    0.562 
Statement nineteen      
    -  I support the decisions that people make on                    9.31                    0.736 
 their own. 
Statement four 
    - I develop cooperative relationships among                       9.23                   0.908 
 the people I work with. 
Statement nine 
   - I actively listen to diverse points of view.                        8.96                     1.076 
Statement twenty-four 
    - I give people a great deal of freedom and                         8.50                     1.273 
choice in deciding how to do their work. 
Statement twenty-nine 
     - I ensure that people grow in their jobs by                       8.27                      1.251 






This statement reflected the behavior of facilitating career development of other individuals 
with a mean score of 8.27. Also, enabling others to act showed the least variability among other 
practices. It indicates that most university presidents at land-grant universities agreed on the 
importance of this leadership practice compared to any other practice on the LPI survey. 
In Table 4.3, the frequencies and the percentages related to the percentile ranking of the 
leadership practice enabling others to act were presented. The frequency count indicates that the 
score of respondents ranged from 50 to 60.  Kouzes and Posner (2012) stated that individual 
scores from 54 to 60 are considered high, and scores from 47 to 53 are considered moderate.  
Most participants (14 out of 26) ranged from 54 to 60, while the remaining 12 participants scored 
in the moderate level from 50 to 53. This means that the university presidents perceived that they 
engaged in this practice at the high and moderate levels.  
Practice two: Modeling the way. The six statements related to the leadership practice 
“Modeling the Way” were grouped together with the means and the standard deviation scores 
reported in Table 4.4.  The highest mean score of “Modeling the Way” was the statement number 
26 on LPI-self survey (I am clear about my philosophy of leadership). This represents the 
university president’s ability to develop a comprehensive and understandable framework for 
leadership philosophy, and the mean is high (Mean= 9.62).  Statement number 11 (I follow 
through on the promises and commitments that I make) confirms the notion that the leaders 
fulfill their promises and commitments despite facing difficulties. Statement number 21 (I build 
consensus around the common set of values of running our organization) means that the 
university presidents are focusing on unanimously agreed-upon standards and values to regulate 




Table 4.3.  
Frequency Counts and Percentages of Specific Scores on Kouzes and Posner’s Leadership 
Practice Enabling Others to Act from the LPI-Self Survey Completed by University Presidents. 
Individual Scores              Frequency                Percentile Ranking Level  
54 – 60                                   14 
47-53                                     12 
 High (53.84%) 
Moderate (46.15%) 



















Table 4.4.  
University Presidents’ Mean Leadership Practices Inventory Ratings for Statements Related to 
Modeling the Way 
LPI Statement Number                                                           Mean                   SD 
Statement twenty-six 
- I am clear about my philosophy of leadership.                         9.62                    .469    
Statement eleven 
- I follow through on the promises and commitments                 9.31                    .736 
 that I make. 
Statement twenty-one 
- I build consensus around the common set of values of             9.19                   1.021             
 running our organization. 
Statement one 
- I set a personal example of what I expect of others.                 8.85                   1.223 
 
Statement six 
- I spend time and energy making certain that the                      7.77                   1.505 
people I work with adhere to the principles and  
standards we have agreed on. 
Statement sixteen 
- I ask for feedback on how my actions affect                            7.46                   1.772 




These statements held the highest means and lowest standard deviations among thirty statements 
on leadership practices. This suggests a strong agreement about the perceived leadership practice 
of modeling the way. Statement number 6 (I spend time and energy making certain that the 
people I work with adhere to the principles and standards we have agreed on) earned a low mean 
score of 7.77, which means that the leaders spend little amount of time and energy to ensure that 
the followers are able to adhere to the plan of action and regulations. Another statement in 
modeling the way, statement number 16 (I ask feedback on how my actions affect other people’s 
performance), earned the lowest mean (7.46), which indicated that university presidents have a 
low focus on obtaining feedback about their behavior from followers to make the required 
changes in behavior. 
The frequencies and percentages have also been calculated for the LPI category of 
modeling the way. A significant percentage of the respondents have scores ranging from 39 to 
60. Kouzes and Posner (2012) stated that individual scores ranging from 52 to 60 were 
considered high and from 43 to 51 were considered moderate level, and scores ranging from 20 
to 42 were considered low.  Most participants (15 out of 26) scored from 52 to 60, while the 
remaining 10 participants scored in the moderate level from 43 to 52. Only one participant 
scored low at 39. This means that the university presidents perceived that they engaged in this 
practice at high and moderate levels (see Table 4.5).  
Practice three: Inspiring a shared vision. Inspiring a shared vision, the third practice of 
leadership was represented in Table 4.6. There were six statements associated with this practice 
that are ranked according to the highest mean score. Statement number 27 (speaks with 




Table 4.5.  
Frequency Counts and Percentages of Specific Scores on Kouzes and Posner’s Leadership 
Practice Modeling the Way from the LPI-Self Survey Completed by University Presidents. 
Individual Scores              Frequency                Percentile Ranking Level  
52- 60                                    15 
43-51                                     10 






















Table 4.6.  
University Presidents’ Mean Leadership Practices Inventory Ratings for Statements Related to 
Inspiring a Shared Vision 
LPI Statement Number                                                                       Mean                     SD 
Statement twenty-seven 
- I speak with genuine conviction about the higher meaning                9.35              .797 
 and purpose of our work.   
Statement twenty-two 
- I paint the “big picture” of what we aspire to accomplish.                9.12             1.071 
Statement two 
- I talk about future trends that will influence how our work              8.77               .992 
gets done.  
Statement twelve 
- I appeal to others to share an exciting dream of the future.             8.27              1.343 
Statement seven 
- I describe a compelling image of what our future could be.             8.19              1.575 
Statement seventeen 
- I show others how their long-term interests can be realized by       7.58            1.578 






on emphasizing the meaning of work to facilitate the personnel in fulfilling their responsibilities 
with highest means (mean= 9.35).  Also, statement number 22 (I paint the “big picture” of what 
we inspire to accomplish) had a high mean score of 9.12. It shows that the presidents share the 
vision of the future in terms of short-term as well as long-term objectives. On the other hand, the 
mean value for statement 17 (shows others how their interests can be realized) was on the lower 
side (mean = 7.58), which suggests that the leaders had a lower degree of emphasis on helping 
others in pursuing their area of interest. 
The frequency counts for each LPI score of inspiring a shared vision as perceived by the 
presidents of land-grant universities (See Table 4.7). The percentile ranking for inspiring a 
shared vision practice determined that the individual’s high level ranged from 51 to 60. The 
moderate level ranged from 39 to 50, while the lowest level ranged from 13 to 38. Table 4.7 
presented inspiring a shared vision scores ranging from 41 to 60. There were 16 participants out 
of 26 in the high level range, while the remaining 10 participants represent the moderate level. 
This explains that the university presidents ranged between high and moderate levels for 
inspiring a shared vision.  
Practice four: Challenging the process. Challenging the process is the fourth practice 
described by Kouzes and Posner (2002).  There were six statements associated with this practice 
ranked according to the mean score from the highest statement mean to the lowest statement 
mean. In table 4.9, statement number 23 (I make certain that we set achievable goals) means that 
the presidents provide people with a set of realistic goals that can be achieved with the given 
time and resources. They had the highest mean of 9.04, which means that the university 
presidents set up objectives that are realistic and attainable. The lowest mean score of 7.81 is 




Frequency Counts and Percentages of Specific Scores on Kouzes and Posner’s Leadership 
Practice Inspiring a Shared Vision from the LPI-Self Survey Completed by University 
Presidents. 
Individual Scores              Frequency                Percentile Ranking Level  
51- 60                                    16 
39-50                                     10 
High (61.53%) 
Moderate (38.46 %) 



















 University Presidents’ Mean Leadership Practices Inventory Ratings for Statements Related to 
Challenging the Process 
LPI Statement Number                                                                          Mean                   SD 
Statement twenty-three 
- I make certain that we set achievable goals.                                          9.04                 .916   
Statement twenty-eight 
- I experiment and take risks, even when there is a chance                  8.81              1.297 
 of failure. 
Statement eighteen 
- I ask, “What can we learn?” when things don’t go as expected.        8.58               1.137             
Statement thirteen 
- I search outside the formal boundaries of my organization              8.42               1.332 
for innovative ways to improve what we do. 
Statement three 
- I seek out challenging opportunities that test my own                      8.12                1.395 
skills and abilities.                                                                     
Statement eight 
- I challenge people to try out new and innovative ways                     7.81                1.550 





work), which holds the notion that the presidents are less concerned abut motivating people to 
push beyond their normal performance, aiming to utilize their maximum potential, and using 
creative ideas in this regard.   
In Table 4.9, the frequencies and the percentages related to the percentile ranking of the 
leadership practice “Challenging the Process” were presented. The frequency count indicates that 
the score of respondents ranged from 39 to 60.  Kouzes and Posner (2012) stated that scores from 
51 to 60 are considered high, scores from 41 to 50 are considered moderate, and scores from 17 
to 40 are considered low.  There were 13 participants out of 26 whose scores from 51 to 60, and 
11 participants’ scores were in moderate level from 41 to 50. The remaining 2 participants scored 
in the lower level (39). This means that the university presidents perceived that they engaged in 
this practice at the high and moderate levels.  
Practice five: Encouraging the heart. This practice is the last leadership behavior 
ranked by the university presidents of land-grant universities. The six statements were organized 
according to the highest mean score for each statement. Table 4.10 demonstrates the mean score 
of encouraging the heart leadership practice as presented by the university presidents of land-
grant universities. The highest mean score was on statement number 25 (I find ways to celebrate 
accomplishment), which indicates that the presidents think up ways to acknowledge the 
achievements of employees and faculty members through holding different events. Statement 
number 15 (I creatively reward people for their contribution) received a low score of 7.65, which 
means that the presidents engaged less in offering creative rewards to people, but gave rewards 
that were commonly given to the personnel. Statement number 5 (I praise people for a job well 




Table 4.9.  
Frequency Counts and Percentages of Specific Scores on Kouzes and Posner’s Leadership 
Practice Challenging the Process from the LPI-Self Survey Completed by University Presidents. 
Individual Scores              Frequency                Percentile Ranking Level  
51- 60                                    13 
41-50                                     11 






















Table 4.10.  
University Presidents’ Mean Leadership Practices Inventory Ratings for Statements Related to 
Encouraging the Heart 
LPI Statement Number                                                           Mean                   SD 
Statement twenty-five 
- I find ways to celebrate accomplishments.                                      8.62                 1.134   
Statement twenty 
- I publicly recognize people who exemplify commitment               8.54                1.334 
and shared values. 
Statement thirty 
- I give the members of the team lots of appreciation and                 8.31               1.289    
 support for their contribution.        
Statement ten 
-I make it a point to let people know about my confidence              8.27               1.402 
for innovative ways to improve what we do. 
Statement five 
  - I praise people for a job well done.                                               7.88              1.505 
 
Statement fifteen 
  - I make sure that people are creatively rewarded for their            7.65               1.495 






do not commonly engage in verbal praise of the staff members and faculty when they perform 
their job responsibilities well. 
In Table 4.11, the frequencies and the percentages related to the percentile ranking of the 
leadership practice encouraging the heart were presented. The frequency counts indicate that the 
scores of respondents ranged from 40 to 60.  Kouzes and Posner (2012) stated that in case of 
scores of 53 to 60 are high. Moderate level scores ranged from 42 to 52, while low scores are 
from 15 to 41.  Only 8 participants out of 26 ranged in the high level from 53 to 60, 15 
participants out of 26 ranged at the moderate level from 42 to 52, while the remaining 3 
participants scored in the lowest level at 40 and 41. This means that a majority of the university 
presidents perceived that they engaged in this practice mostly at the moderate level.  
Question two: Is there a significant difference in how land-grant university presidents 
perceived their leadership practices across the five principles of LPI? If so, which practices 
are perceived differently among land-grant university presidents?  
To answer this research question, an analysis of variance (ANOVA) has been computed. 
For this analysis of variance, the five dimensions reported the repeated values. There is no 
between-subjects factor for this analysis. If the analysis of variance yields a statistically 
significant finding (p<. 05), then a “multiple comparison” will be computed to determine which 
pairs of the dimensions differ significantly (p<. 05). Thus, comparisons will be tested.  
In Table 4.12, the value obtained through Wilks’ Lambda Test (0.465) is significant as 
the sig value is 0.002. A significant value less than 0.05 indicate a significant level of difference 
between the mean score of categories tested in research. In this study, the sig value suggests a 
significant level of difference in the use of five leadership practices by university presidents. The 
effect size for this difference is 0.535 (Partial Eta Squared).  
 
 86 
Table 4.11.  
Frequency Counts and Percentages of Specific Scores on Kouzes and Posner’s Leadership 
Practice Encouraging the Heart from the LPI-Self completed by University Presidents. 
Individual Scores              Frequency                Percentile Ranking Level  
53- 60                                    8 
42-52                                     15 






















Table 4.12.   
Multivariate Tests (SPSS) 
Effect                                            Value                            F                         Sig. 





















To test the homogeneity of variance, a Mauchly’s test of sphericity was computed (See 
table 4.13). In this test, the significant value of 0.205 indicates there is no significant, so the 
variances among the practices are approximately equal. Then, pair wise comparisons have been 
conducted as follows to further understand the nature of these differences. In Table 4.14, it can 
be observed that significant differences exist between the leadership practice of enabling others 
to act and three other practices, namely, inspiring shared vision (ISV), challenging the process 
(CTP), and encouraging the heart (ETH). It is important to note that there was no significant 
difference between enabling others to act (EOA) and modeling the way (MTW).  
In the phase of qualitative data collection, it became evident that some of the presidents 
were related; “Modeling the Way” with “Enabling Others to Acts” work together and cannot be 
separated. For example, in response to MTW, the respondents provided information that was 
related to EOA and vice versa.  
Similarly, the participants viewed other practices, namely ISV, CTP, and ETH as a 
process, which is possible only after they had achieved EOA in conjunction with MTW. Thus, 
university presidents have emphasized using their cordial relationships with others to attain goals 
and objectives. Moreover, the lack of understanding between the different nature of EOA and 
MTW also resulted in no significant differences between the scores of these categories. The lack 
of difference between the leadership practices will be further elaborated in the section pertaining 
to analysis of qualitative data.  
Question three: How do university presidents of land-grant universities think they use 
leadership practices in their institutions as described by Kouzes and Posner (2002)?  
This question presents a detailed description of the five participants, the participant’s 
narratives, and the major and minor themes that emerged from the analysis of the interview data.  
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Table 4.13.  
The Mauchly’s Test of Sphericity 
Within Subjects Effect                        Mauchly’s W                     Sig. 






















Table 4.14.  
The Pairwise Comparisons among the Five Leadership Practices as Described by the University 
Presidents of Land-Grant Universities  
 
Factor   Factor        Mean                  Sig.b  
  (1)        (1)        Difference  
EOA     MTW        1.731  
              ISV          2.654*    
                    CTP               3.154* 
             ETH          4.654* 
         .561 
         .038    
  
         .012   
         .001                      
Based on estimated marginal means 
*. The mean difference is significant at the 0.05 level. 












The interviews were first recorded and then transcribed by the researcher. To report the data, a 
“Constant Comparative” method was used as described by Maykut and Morehouse (1994). 
For each question, the researcher inserted all the answers for all participants after 
identifying the participants as “president one, president two, president three, president four, and 
president five.”  Categories were developed according to the five leadership practices with each 
category consisting of themes and statements of the participants who provided how they used 
this practice.  The researcher analyzed the interview questions and identified the presence or 
absence of the theme according to LPI category as follows: (1) Model the Way, (2) Inspire a 
Shared Vision, (3) Challenge the Process, (4) Enable Others to Act, and (5) Encourage the Heart. 
The data were arranged according to the existing common themes identified by the researcher, 
which provided a foundation of evaluating the data with reference to the principles of leadership 
provided by Kouzes and Posner (2002).  
 As the data analysis continued, the data were continually compared to previously 
categorized data. This led to a refinement of the data for greater clarity of understanding. The 
data were examined to search for relationships and patterns across categories. The results of the 
analysis are presented by leadership practice category. The resultant information is a compilation 
of the leadership practice of university presidents at land-grant universities. 
Category one: Modeling the way. The whole idea of “Modeling the Way” is to provide 
a framework of values for the followers to see and model themselves (Kouzes and Posner, 2002). 
Several themes emerged with the practice of modeling the way when the presidents were asked 
the following question: “What do you think about the practice of modeling leadership? Can you 
tell me how you model leadership in your position as a president in your university?”  
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One of the most important themes that presidents have agreed on is the importance of 
working as a team to make decisions through discussion about goals and objectives, and this can 
be achieved only leaders when have good interpersonal relationships and personal relationships 
with the followers. Presidents also need to be held responsible for their actions because their 
affect the actions of their followers. This suggests that university presidents consider 
interpersonal relationships among each other as commitment related to MTW practice. The 
following comments are from the interviewees:  
President one said, “Sometimes you’re a leader, but you follow others. Sometimes I make 
the decision. Other times, someone else might take the lead and actually help make the decision.” 
President two stated, “We work on our goals and our objectives together and decide what actions 
to take related to those goals and objectives and what to do as a team.” These statements are vital 
to the importance of teamwork and eventually reaching a common goal that everyone in the 
group has. President three said, “You have to have a good personal relationship with the people 
you are working with.” This represents the aspect of keeping good relationships among other 
faculty members and the president. This helps the group as a whole connect better with people 
because of having a better personal connection with them. Moreover, president 4 provides a good 
example of this practice. He stated: 
Today we are in a snowstorm. Now, I have a chief of police and other emergency 
personnel that gather information and recommend to me what we should do in regards to 
closing school, the classes, and those sorts of things. I am the president and I’m 
technically the leader, but I listened very carefully to what they have to say and often 
time I follow their recommendations. 
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 President four has illustrated the use of seeking the opinion of other people and then 
making a decision that includes the perspective of other personnel as well. An effective leader 
does not dictate what needs to be done, but rather develops a plan of action on the basis of the 
point of view of the followers to secure commitment and motivation needed for implementation. 
President five said, “I take responsibility for my actions and decisions and want others to 
do the same.” President five has pointed out an important leadership behavior, by asserting that 
taking responsibility for one’s own actions is essential to develop a sense of personal 
responsibility among followers. Instead of blaming others for mistakes, the president takes 
responsibility for the implications of his decisions, thus fostering a similar attitude among staff 
and faculty members.  
Another important theme is represented by modeling the way through clarifying the 
values by setting high standards and communicating the values of how this can happen. Often 
followers need clear guidance and clarification along the way to achieve the goals and the 
objectives. Setting high standards guarantees that tasks will be achieved in a quality manner. For 
example, presidents may view modeling in a different manner. For instance, president three said, 
“I position myself in such a way that people understand what it is I value, how I answer 
questions, how I use data to make informed decisions, and you show them how to do that by 
examples.” President four stated, “I model leadership by making certain that I meet every 
expectation of my work and set a very high standard for dedication, integrity, and expectations.” 
Modeling the way is also regarded as interrelated to the sharing of work values. This indicates 
that the president focuses on work standards as a framework through which the personnel can be 
guided. Furthermore, it also reflects the emphasis on setting an example for followers, by 
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adhering to high work standards, thus encouraging them to follow the lead. Thus, presidents 
agreed that clarifying ideas and the process to the goal is needed.  
Another theme discussed with the participants is that a leader is a “guide,” and in that 
way, leaders can show followers how they practice being a role model. The notion of modeling 
the way is also perceived as similar to offering guidance to the faculty and staff members 
suggested by president one, “I don’t typically ask people to do things that I’m not willing to do. I 
usually try to lead by example.” He continued by stating how he represents himself as a role 
model: “It’s through your speeches or through a panel of presentations or simply showing them 
how to prepare for board meetings.” 
Another responder (president two) said, “I wouldn’t expect people to follow my 
instructions if I am doing the opposite of what I say.” Also, president five indicated, “I have to 
make sure that people can look up to me as a guide. It also shows them that if I am doing certain 
things as a university president, they should also do the same.” This indicates that the leader has 
to serve as a role model by illustrating desirable behaviors that people can adopt. Moreover, in 
circumstances where people are uncertain of appropriate behavior, the leader can serve as a 
guide for them. Therefore, leading by example has been a great way to show a group how to do 
things, and most would agree that it is the most accurate way to get the intended outcome of a 
project. 
The last theme in modeling the way is the use of different leadership styles (situational, 
democratic, or autocratic leadership). The following comments demonstrated the above-
mentioned themes: President one stated, “Sometimes you have to lead autocratically and be firm. 
Other times you lead with a democratic process.” President two said, “Modeling leadership 
really varies, and the type of leadership that you model depends on the type of situation that 
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you’re in.” This suggests the notion that presidents in land-grant universities have their own 
distinctive views of what constitutes modeling the way. Some of the presidents may deem it as a 
representation of situational leadership style, where the leader chooses to use authority or 
participation as a leadership style. 
Category two: Inspiring a shared vision. Inspiring a shared vision is the ability of a 
leader to imagine the future and clearly articulate the vision to others, which enables the leader to 
gain the followers' support and belief in the vision. A leader can more clearly see how people 
behave towards one another by having strong values and beliefs of how cooperation could 
achieve the shared vision (Kouzes and Posner, 2002). The following themes have been identified 
when the presidents were asked, “What do you think about the importance of sharing vision as a 
president of LGU? And how do you communicate a shared vision with others?”  
One major theme emerged with this practice: a leader must communicate and collaborate 
to build a shared vision (through the use of written and verbal communication with different 
group members), use vision statements, use meetings to inspire others, and discuss the vision. 
The aim of communicating is to not only determine the vision, but also look at the way of 
achieving the vision. The participants made the following comments:  
President one stated, “I work with them on the development of the strategic plan and am 
able to share it with the people who can help in making it a reality.” President two said, “I think 
it’s important to communicate the vision consistently with external stakeholders as well as 
internal stakeholders. I communicate visions through meetings with the entire university campus. 
I meet with the different departments, different units on campus. I meet with the community 
members. I meet with a variety of people on a regular basis.” He further stated: 
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I talk to the leadership on campus about the direction that they think is appropriate, such 
as the vice president and the deans to make sure our direction is similar. If they’re 
different, we talk about how they are different and how we can bring them closer 
together. 
Clearly, university presidents used the communicating method not only to provide a 
common vision, but also to determine how they are going to meet that vision. President three 
stated:  
They create their own vision of the future. I don’t tell them to do anything. We 
collaboratively determine what the plan is. We negotiate the strategic plan. They bring to 
me what they think the unit goals ought to be for the year. They provide the justification 
for how those unit goals fit into the goals of the university for that particular year. If they 
do it, they own the vision. Then they understand it. They embrace it. 
President four had similar views on the manner and said, “I communicate in a variety of 
ways, both in terms of continuing conversations large and small with the University community 
and beyond, but also through a series of written communications and declarations.” By 
communicating thoughts and ideas, the plan of the shared vision comes together, and having the 
president work on the plan with them is also an important factor of seeing eye-to-eye on the 
same vision and makes it easy to achieve that vision. Thus, it is vital to determine a shared 
vision, meaning everyone is on the same path to the goal and can see the same success. This is 
why it is important for leaders to communicate to their followers, what their thoughts are and 
how things can logistically come together for the goal.  
 Another theme is to know what people are passionate about and to use the vision to 
clarify the role of people and to discuss setting up the vision. This goal can be achieved through 
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meetings with different people inside or outside the organization. It helps leaders to enlist others 
by knowing their interests and their passions. This is again where communication plays an 
important role in the shared vision. Here the presidents discussed how they enlist others and 
engage them in conversation in order to achieve the results they want. They focused on their 
mission and at the same time projected their passions through a productive manner.  
President one said, “You have to actively engage them, and you have to value their 
opinions. You have to ask for their opinions or you can’t come with prescribed or preconceived 
notions. You are inviting them to join you and proving the vision, and if you can do that, you’re 
committing people that are very loyal.” President two also stated, “I bring them into the meeting 
and talk about things that departments are doing. I work with people to see what gets them 
excited, what they are passionate about. For example, if they’re passionate about international 
education, then we might talk about how that might fit into the vision.” President five said, “I 
never impose my own ideas on others without considering their input. They are invited to be a 
part of the vision development. People are provided with a clear vision of who we are and how 
they can contribute to being a part of our success.” These quotes illustrate how inspiring a shared 
vision by presidents can encourage the faculty and staff to work together for common goals. 
Category three: Challenging the process. This category discusses the leader’s 
emphases on seeking out and accepting challenges, as well as leaders who challenge the process 
by recognizing and supporting innovative ideas, experimenting with new systems, and taking 
risks to bring about change (Kouzes and Posner, 2002). The researcher asked the presidents, 
“What does it mean to challenge the process at a land-grant university? How do you show others 
that the status quo must be challenged?” The themes identified are as follows: 
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  One of the most important themes associated with challenging the process is being open 
to change to enable leaders to achieve success by being creative and innovative, seeking ways to 
enhance efficiency, experimenting with new ideas, challenging the status quo, and using various 
creative solutions. Inevitably challenges can lead to better outcomes and in some cases, 
opportunity. This opportunity is not only for the leader, but also for the followers and the 
institution as a whole. The following comments illustrate the theme.  
President one said, “We develop a strategic enrollment plan for recruiting as an example 
of giving an opportunity for different types of students in enrolling and service the university as 
well.” He continued: 
Right now for example, the student demographic is changing for the United States. With 
more diverse people, the challenge is to help the people be ready for 21st century jobs. 
We turn those challenges into opportunities, and opportunities can help us become 
successful as an institution. 
Also, president two said, “We’re always looking at more ways to become more efficient, 
and that’s part of it. We manage it by looking at the research and looking at the outcomes we 
hope to get and build a hypothesis on what we think we know.” He provides an example of the 
importance of goal to meet the challenge. He stated: 
We have partnerships in our agriculture program with a company that buys a lot of 
soybeans, and we are looking to do research that enables farmers to produce more 
soybeans in our region so that the company does not have to go to the other side of the 
United States to buy soybeans. So we’re doing research on how to grow soybeans in this 
climate, and that is an innovative approach and a challenging process of what a land-
grant institution does. 
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           President three also stated: 
Doing what was done in the past will not allow us to succeed, individually or 
institutionally. I will always be open to change and to try different things, to try to be 
creative and innovative so that we can do more for our communities and our society. 
President four said: 
You must be willing to change, and to challenge the status quo.  Without doing so, I 
believe it is almost impossible to succeed. My favorite quote comes from General Eric 
Shinseki: “If you don’t like change, you are going to like irrelevance even less.” I live by 
that standard. 
 President five said, “I think it means doing something different, rather than following 
traditional methods. We keep focus on introducing new means of teaching such as technology.” 
Also, president five said, “To meet the financial needs of running the university, we had to come 
up with some new sources of funding.” These sentences emphasized the role of university 
presidents in using their leadership skills to meet the challenges faced by the organization, 
especially in these difficult economic times.  
Another theme identified was that leaders should be willing to take risks and accept 
consequences to avoid stagnation, but they also need to avoid high-risk opportunities. 
Furthermore, responders described using a pilot method as a way of testing before 
implementation to avoid high-risk consequences. Although risk taking can often bring great 
outcomes, it may also bring forth non-desirable ones. The high-risk opportunities are best 
avoided in a leadership position, and the university presidents spoke on the manner. President 
one stated, “You have to be willing to take a risk, and you have to live with consequences of 
those risks. But you won’t learn unless you’re willing to be a risk taker.” President two stated, 
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“We have to understand that mistakes will be made as we try to improve on what we do. You 
know, there will be mistakes and it will happen.”  
President five stated: 
I wouldn’t be taking a high-risk opportunity because you know doing a business is 
different from running a university. We take risks such as doing things differently, 
introducing new ways of achieving objectives, and creatively responding to the problems 
we are facing. If we don’t take risks, we will become stagnant. 
President three stated: 
We do something in a pilot study to make sure that we are able to make course 
adjustments before we go live in a full-blown initiative. An example would be like last 
year. We experimented with our freshman introductory biology courses on an early alert 
system so that students who were not performing up to standard given their capabilities, 
we have the ability to know who they were early using this electronic system. We also 
had to experiment with how we responded once we had the information available of 
students who were not attending class, or having difficulty early in the class. So we ran 
that for last fall and made some adjustments. Then we’ll go live with doing that for 2013 
with 100-200 level courses using the electronic system. 
 Thus, small steps in the experiment could reduce the risk and increase the success.  Presidents 
knew that the best leadership approaches to avoid high-risk experiments are these pilot study 
examples. 
Category four: Enabling others to act. Apart from offering inspiration to people, a 
person who is able to guide a group towards a positive course of action is also a source of 
effective leadership. “Enabling Others to Act” consists of ideas such as teamwork, trust, 
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confidence, and empowerment (Kouzes and Posner, 2002). The researcher asked the participants, 
“What do you think about the importance of enable others to act independently to fulfill a 
common mission? How do you enable others to act to fulfill a common mission?” The following 
themes emerged: 
One important theme in this practice is the development of mutual trust and confidence as 
a way to foster collaboration among followers. The ways that presidents offered support are 
through a great deal of communication and encouraging teamwork. The following comments 
from the participants support this point: President one said, “An environment where they feel 
that they are important, like they are a part of a team, and they are being listened to.” Also, 
President two stated, “You foster cooperation by getting people involved, getting people 
engaged, and listening to their perspectives.” He also stated, “It’s about having that conversation, 
and it’s about listening to the different perspectives and points of view and keeping the focus on 
the goal and the different points of view.” There has to be a lot of communication, and you have 
to be in tune with the goal to be successful in achieving the organizational goals.  
Another comment came from president three, “ Each person has annual goals that they 
and I developed.” President 5 had the same thought: “I trust the faculty members to make right 
choices, and I fully support them in discussing the different alternatives with each other.” Thus, 
including everyone in the decision-making helps to motivate followers and feel as if they are 
really making a difference. There is no substitute for this confidence of thinking you have really 
affected a matter that was subject to change. 
President four had similar views, but was very keen on keeping organization as the 
primary way to handle off-topic statements. President four said, “I believe in a matrix 
organization, which allows everyone to act independently but at the same time, do so within a 
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common context to reach the university goals.” President four said, “ A strong matrix 
management system in which there is sharing and independence is enormously important.” This 
is an important reminder that a leader is in fact vital to reaching a goal. Getting off-topic can be 
easy, but it can also stray from the path you intended to take.  
Another theme that participants agreed on is the role of leader as a facilitator in the 
decision-making process. Instead of imposing decisions on employees, the employees can be 
guided through decision-making process. A president also empowers the followers through 
providing autonomy to achieve goals using individual thinking, being open to suggestions, 
encouraging feedback, belief in president. It is important to remain respectful of the input that 
everyone has. Several comments support this theme. President one said: 
Part of my job is to enable people to think, to see what the goal is, but not to tell them 
exactly what stones to step on. What’s important, as a leader, is to get them to see the 
end-point of the goal and then turn them loose to get there. 
While president two had the same perspective, he stated: 
Ideally, you want all people affected by a change to push most of them to be involved to 
implement the change and to some extent be involved in the decision making so that they 
really buy into the change that we’re trying to promote. For example, sometimes you 
might speak to a colleague to give them a particular goal. As opposed to prescribing it to 
them, you’ll let them decide how to reach that goal.  
President three also had similar views on this theme, adding, “My form of support is 
making sure they have everything they need to do their work. If there are any obstacles or 
impediments, it’s my job to remove them.” President four said, “People need to be able to think 
and make sound judgments on their own. I am open to all suggestions as each idea is important 
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to me.” President five also commented, “When the faculty members face problems, I prefer not 
to hand them a solution directly. I want them to think about the issue and develop a feasible 
solution on their own.” Leaders often listen to their group members hoping the followers will 
stay on track; however, that is not always the case. Although it is important to have everyone’s 
input on the subject at hand, it is also essential to keep in mind the goal and how what everyone 
is saying translates to reaching this goal.  
Category five: Encouraging the heart. This practice refers to the ability of a leader to 
be a source of encouragement and support for the followers as well as someone who celebrates 
their achievements. The leader offers encouragement to followers by focusing on their 
achievements and offering words of encouragement and appreciation (Kouzes and Posner, 2002). 
The researcher asked the participant, “How do you encourage the heart in your university?”  
Two common themes in this category are as follows: 
The first theme is that encouraging can be done individually or as a group through 
different ways such as sending birthday cards, giving monetary rewards, giving out t-shirts, or 
sending a signed note of acknowledgement, not to mention giving verbal appreciation.  The 
following comments demonstrated this theme: President one said: 
I make sure everyone is recognized for the contributions that they have made, 
individually and as a collective group that has moved us forth this year. Sometimes it’s 
something as simple as sending birthday cards to everybody on their birthday that I hand-
write and put a little note on. 
President two said, “Money isn’t always the best encourager. People work for the 
recognition. They work to make a difference.” President three said (in regards to social 
gatherings and rewarding faculty), “We have parties at my house; we have dinners. We give t-
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shirts out on campus.” President four said, “I constantly communicate with others providing 
thanks and encouragement.” President five said, “I believe a bit of encouragement can make the 
staff and faculty willing to put in extra effort to do their jobs.”  
Another theme is the social events and get-togethers, feeling like a family, recognition 
events, peer-reviewed awards, and annual performance reviews. Having gatherings outside of 
work can help build a relationship between faculty members as well as between the leader and 
their followers. President one said, “You can have celebrations as a group, whether it’s getting 
our accreditation or opening a child care center. We have parties at my house. We have dinners. 
We give t-shirts out on campus.”  
President two said, “We have a lot of events where employees get together and get to 
know each other socially, and they get to work together. We bring everyone together so that we 
become one family.” President three stated, “There was an event called ‘Celebrating Faculty 
Excellence.’ We recognize the most accomplished of our faculty and we have a department head 
award. All of the awards are peer-reviewed.”  
President four specified, “We have annual performance review of faculty and staff 
members. The top performers get a signed note from me.”  In sum, these sentences explained 
that presidents recognized the importance of celebrating the accomplishment. 
The common themes identified above and the statements related to them provided by 
presidents of land-grant universities provide insight into the different manifestations of 
leadership practices as described by Kouzes and Posner (2002). However, there are two major 
observations in this case: One observation is that the majority of the respondents agreed that the 
leadership practice of “Enabling Others to Act” is the main practice; without this practice, they 
cannot achieve the outcomes of other practices.  However, the participants connect enabling 
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others to act with the leadership practice of modeling the way. The presidents were not able to 
distinctively understand the differences between enabling others to act and modeling the way as 
they described these two practices interchangeably. The following comments support this 
observation: 
President one said, “I do believe that the practice of enabling others to act is very 
important.” When he answered the question related to MTW, he commented, “You have to 
actively engage them and you have to see them as individuals. You have to give people feedback 
on their ideas and ask them to help you.” 
In answering the question related to EOA, president two explained, “Yes, I think it’s 
important to do that.”  Then president two said, “Well, they have to believe in what you’re doing. 
I mean, if they don’t believe in what you’re doing, then it’s very difficult to get their support.” 
President three stated: 
A leader can’t make a decision and decide that it works the same for everybody. It does 
not. People work in their own ways. They process in different ways, so what’s important 
as a leader is to get them to see the end-point of the goal and then turn them loose to get 
there. 
President four said in responding to the MTW question, “The most important is 
developing a special interpersonal relationship with people before any of this will work.” He 
continued, “Modeling the way could not be achieved if we don’t clarify our values and beliefs. 
This only can happen if we have strong relationships among each other.”  
In response to EOA question, president five specified, “It is very important. People need 
to be able to think and make sound judgments on their own. You have to empower others to give 
leadership that enables them as individuals to be successful in their own activities.” 
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The second observation in this study is that all participants attributed the success of their 
leadership to all five practices working together. “In one way, they are almost all related,” said 
president one. Another responder said, “We cannot separate these practices. We have to look at 
them as a “PROCESS.” Here are some comments from the presidents: 
President one stated in response to the question related to MTW, “We do process 
mapping. We do modeling when we have a good relationship with each other. Then we follow 
that vision, and we lay out how you translate vision into action together.” This quote connects 
MTW, EOA, with ISV. When he answered questions related to ETH, president one stated, “It is 
easier for us to move together in sync and as a team of people in terms of our growth and in 
terms of changing the role of the university. We celebrate to recognize our achievements 
together as a team.” This explains how all five practices work together as a chain and encourage 
the heart to celebrate the achievement they agreed on at the beginning of the process. Also, 
president one stated, “My job is to motivate them and to keep them inspired and even to 
recognize them when they achieve their goals.” Actually, this statement connects enabling others 
to act with modeling the way, inspiring a shared vision, and encouraging the heart. 
Another comment was made by president two in responding to the question related to 
EOA, “If people see their ideas about a process, they’re more likely to achieve that result.” Also, 
president two stated in response to ETH: 
The outcome has been that we know each other better, and we’re able to work with each 
other better because we know each other at work and we know our families. We respect 
each other, and we care about each other. I think that makes a difference. It motivates 
people to go back to their work and do better because we recognized them as an 
individual or as a group.”  
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These statements connect enabling others to acts and modeling the way with the challenging the 
process.  
Another statement made by president two connects MTW, EOA, and ISV. He stated, 
“Trust comes with building your relationship and listening and talking and having respect for 
everyone’s ideas and getting people involved in the process of vision making.”   
President three was of the opinion that “the role is not this complex. I think they make a 
whole lot of things out of a very simple process.” President three answerers connected MTW, 
EOA, and ISV with CTP. He stated: 
The first thing is to develop very good personal relationships, and then you join the 
vision. It’s not my vision. It comes from the heart and soul of the working relationship 
that you have with your team. So if it’s developed from within, you don’t have to 
communicate it. 
Moreover, in response to the CTP question, president two stated, “You engage in a 
process in which they understand that to go forward doing what was done in the past will not 
allow them to succeed”. He also explained how CTP, MTW, ISV, and EOA are all related to 
each other as shown in the following statement: 
If you don’t have a plan, all you make are hard decisions such as eliminate some 
programs, cut faculty, size down, and so on. That enables you to build from a new base if 
you do that in a collaborative fashion so that the institution is still owned by that faculty 
in the department heads and the deans that actually create the opportunities for students 
and give leadership to research. 
In response to the question related to ISV, president four connected ISV with CTP when 
he stated, “It’s a challenge to meet these visions, absolutely. But a vision is supposed to be 
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challenging.” President four made another comment, he said: “The role of leader is not only to 
lead but also to encourage others to lead.”  
President five stated, “For me, leadership is about a process. You can’t just divide it into 
different practices and categories.” He said, “We all work together towards the common vision. 
We encourage team work, but also support people in realizing their individual potential.” 
However, when president five described his role in challenging the status quo, he said, “I 
actively participate in the event. When people see me directly being a part of something, they get 
more motivation to be part of it.” These sentences actually related ISV and EOA with CTP. 
President five, answering the question related to ISV, stated, “I encourage people to 
celebrate small successes. It helps them to reinstate the focus on vision.” This sentence related 
ETH to ISV. President five continued, “It helps people in staying together, working as a team, 
facing difficulties, and supporting each other.” When president five described the outcome of 
ETH, he related it to the outcomes of other practices: EOA, MTW, and CTP. 













Discussion, Conclusion, and Implications 
The purpose of this study is to examine the leadership practices of land-grant university 
presidents as described by Kouzes and Posner (2002). Furthermore, the study aimed to find 
whether or not the university presidents viewed their own leadership practices differently. A total 
of 26 LPI-self surveys and 5 interviews were conducted to answer the research questions. The 
research process used a blend of quantitative and qualitative research approaches known as a 
mixed method to expand the understanding of the leadership practices of university presidents at 
land-grant universities in the United States.  
This chapter focuses on elaborating on the results generated through quantitative and 
qualitative methods, as shown in Chapter four. A detailed discussion about the findings of the 
study offers supportive evidence from available literature. There are three sections in this 
chapter. The first section provides a conclusion of leadership practices of university presidents 
from the LPI self-survey, followed by the discussion of emergent themes associated with each 
practice. The second section provides a unique pattern of the differences between the commonly 
used leadership practices and the utilization of such behaviors by presidents in land-grant 
universities. Finally, the researcher provides some implications for future study. 
Section One: The Leadership Practices of Presidents at Land-Grant Universities as 
Reported in the LPI-Self Surveys and Interviews 
Kouzes and Posner (2002) identified five leadership practices: enabling others to act, 
modeling the way, inspiring a shared vision, challenging the process, and encouraging the heart. 
Question number 1 examined the leadership practices of university presidents at land-grant 
universities using the LPI-self surveys. The results show that presidents at land-grant universities 
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are perceived as practicing all five leadership principles. Kouzes and Posner (2002) have 
developed these practices from the philosophy that a leader who is successful and effective must 
use these principles to gain positive outcomes. Moreover, Kramer and Swing (2010) contend that 
the role of a university president spans various activities, from managing the faculty and staff at 
the campus to providing direction to the academic institution. As a leader in a university, the 
presidents have to fulfill various roles and responsibilities that are associated with their position. 
They are required to enforce the mission and strategy of the institution as well as handle 
problems and challenges. They have to respond to the needs of internal and external environment 
as a leader. According to Mills (2004) an effective leader is the one who is able to adopt different 
leadership frames according to the need of the situation. These leadership frames are: political, 
human resources, bureaucratic and symbolic. For example, weather turbulence and on campus 
violence are two different scenarios, which require different set of responses from university 
presidents. Economic crisis is also a challenging situation that has forced the presidents of LGUs 
to use their leadership skills to maintain the functioning of the institutes despite the decline in 
funds (Nicholson, 2007; Green, 2008). The university presidents also had to maintain high level 
of motivation among the staff members. 
Fullan and Scott (2009) indicated that as the dynamics of the 21st century change, the 
university president’s roles and responsibilities have also shifted. Instead of focusing on 
administration, presidents focus on issues such as changing needs of students and the resultant 
alterations in the academic curriculum and objectives. Leadership has become a mandatory skill 
for university presidents. For today, academic institutions need guidance to respond to the rapid 
globalization, increased dominance of technology in human life, and additional emphasis on 
development of professional competence among students (Padilla, 2005).  
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Brown (2001) suggests that the application of the five principles of leadership can help an 
organization develop leaders who focus on the growth and development of individuals and 
organizations as a whole while taking long-term perspectives into consideration. It has been 
further asserted that the application of these principles in the workplace can give rise to 
improved performance of a team (Brown, 2001). Similarly, within an educational institution, the 
application of five principles of leadership can facilitate the university presidents to manage the 
staff and students during difficult situations. 
According to (Bush et al (2010) leaders may use one particular leadership style more as 
compared to other leadership styles. This notion is consistent with the results showing that the 
highest score was obtained for the category of enabling others to act. This finding suggests that 
the majority of presidents focused on the practice of enabling others to act as a predominate 
leadership practice. The second highest score was obtained by the leadership principle of 
modeling the way. Third ranking was obtained by inspiring a shared vision. Challenging the 
process was at fourth rank and encouraging the heart was at the fifth position. This ranking (in 
descending order) is based on the mean scores obtained by leadership practices of university 
president.  
   Enabling others to act. Enabling others to act consists of active listening, supporting 
decisions of others, treating people with respect, focusing on interpersonal relationships, and 
providing individuals with alternative courses of action to select from to attain the objectives. 
Enabling others to act obtained the highest mean value in quantitative data, and the qualitative 
data have also supported this notion as a majority of the presidents have considered it to be a 
platform on which the human resources can be effectively facilitated. . Many researchers who 
have used LPI survey suggested that enabling others to act is the mostly used practice among the 
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participants (Aaker, 2003; Anderson, 2004; Bauer, 1994; Castro, 2003; Du Plessis, 2008; 
Hempowicz, 2010; Orman, 2002; Oliver, 2001; Plowman, 1991 & Rozboom, 2008). 
Clearly, presidents not only have emphasized the need to engage in behaviors that support 
other people to act in a way that helps them achieve goals, but also fostered a sense of 
independent thinking and decision-making. Krill et al. (1997) studied the leadership practice of 
enabling others to act specifically. It has been found that the leaders using the set of behaviors 
included in the category of enabling others to act participate in endeavors that facilitate the 
faculty members to fulfill the designation tasks more effectively. It has also been emphasized 
that such leaders use other behaviors that focus on the objective of enabling others such as 
serving as a source of inspiration and motivating to enhance performance. Agard (2011) stated 
that one of the prime responsibilities of a leader is to help the personnel engage in activities that 
direct the organization towards the achievement of common goals. The university presidents 
fulfill the leadership role by demonstrating similar behaviors. 
The role of university presidents is to support the development of mutual trust and 
confidence as a way to foster collaboration among followers. Presidents offered support through 
communication and encouraging teamwork. Presidents rely heavily on effective communication 
and openness to other ideas to establish strong interpersonal relationships. They explained that 
building strong relationships with followers is a first step a leader needs to consider in achieving 
ultimate goals.  Padilla (2005) asserted that university presidents could not be successful or make 
the academic institution excel unless they are able to establish effective communication with 
employees, students, funding sources, etc. The university presidents understood that 
collaboration and mutual trust are the tools to achieve organizational goals. Bauer (1994) also 
supported this notion, by suggesting that inspiring the staff members through communication is 
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one of the essential skills of university presidents as reflected through the element of inspiring a 
shared vision. 
Moreover, the role of university president as facilitator as a way to empower individuals 
was another point made by the participants. Kouzes and Posner (2002) illustrate that the ability 
of a leader to provide people with a sense of empowerment enables them to participate in 
activities that lead to the attainment of common goals. Presidents described the ways they used to 
empower their followers through involvement in the decision-making process, providing 
autonomy to attain goals using individual thinking, and being open to suggestions.  Thus, 
presidents understood the importance of empowering followers to achieve a common goal. 
Presidents believed that the organizational goals could not be achieved without strength from 
others, such as involvement in the decision-making process.  
Modeling the way. This practice ranked in a second order according to the LPI-self 
survey. However, the presidents connect modeling the way with enabling others to act when they 
explained the meaning of modeling the way. Obviously, presidents understood the power of 
modeling the way, but the power is strong without achieving the outcomes from enabling others 
to act. This explained why modeling the way ranked in the second order after enabling others to 
act. Brown (2001) has illustrated that modeling the way can be successfully used by the leaders 
in HEIs to support the strategic plans of the institutions. This practice will enable leaders to 
improve the effectiveness of their management of followers. Thus, the result demonstrates that 
university presidents were significantly focusing on the leadership philosophy, using it as a 
guideline to interact with the faculty and leading the educational institution.  
The interviewees who regarded the clarification of values and future direction as the basis 
of organizational success have presented a similar notion. Presidents agreed that it is important to 
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work as a team to build decisions through discussion of goals and objectives while having good 
interpersonal relationships among each other. A president’s actions clarify the values by setting 
high standards and communicating the values of how this can happen. Often, followers need 
clear guidance and clarification along the way to achieve goals and the objectives. Setting high 
standards guarantees that those tasks being done will be achieved in a quality manner. Eden and 
Shani (1982) demonstrated that leaders who set high expectations of followers achieve a positive 
attitude and highly motivated employees by encouraging them to do their work in a timely 
manner.  
Moreover, the university presidents made an effort to ensure that they delivered what was 
promised to the personnel. Middlebrooks and Allen (2009) indicate that a leader in HEI needs to 
manage the institution by portraying the behavior for followers to adopt. A university president 
displays behaviors and actions that are readily incorporated into the behavior of the 
administration and faculty members. This ability to follow the commitments develops an 
increased level of trust among followers. On the other hand, Chang (2005) explained that an 
effective leader is the one who is successfully able to activate individual as well as group 
motivation. Presidents need to spend more time and energy with followers, asking for feedback 
on their actions to make sure that their work was developed according to the standards agreed on. 
Finally, university presidents indicated the use of different leadership styles. Pounder 
(2001) also observed that transformation and transactional leadership practices could be utilized 
to gain benefit from the different modes of leading the followers. Similarly, Strange (2005) 
stated that with an increase in the focus of leadership regarding group performance, the 
effectiveness of transformational leadership has also been highlighted. The principles of 
leadership outlined by Kouzes and Posner  (2002) seem to be strongly linked with the qualities of 
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a transformational leader. Therefore, the application of these principles in the workplace can give 
rise to improved performance of a team.  Presidents utilized different leadership styles according 
to the needs of their organizations, raising the performance of leadership and leading to success 
and fulfilled the goals.  
Inspiring a shared vision. Kouzes and Posner (2002) define “inspire a shared vision” as 
the ability to imagine the future and clearly articulate the vision to others, thus enabling the 
leader to gain the followers’ support and beliefs in the vision. Interestingly, the result indicates 
that ISV was ranked third with presidents of land-grant universities, while ISV was last in 
previous research samples using LPI surveys (Aaker, 2003; Anderson, 2004; Bauer, 1994; 
Castro, 2003; Du Plessis, 2008; Hempowicz, 2010; Orman, 2002; Oliver, 2001; Plowman, 1991 
& Rozboom, 2008). This suggests that university presidents of land-grant universities 
emphasized the meaning of work to facilitate the personnel in fulfilling their responsibilities to 
meet the vision of land-grant universities more than any other leaders in higher education 
sectors. Presidents had a sense of what is the most ideal outcome of their goals and practices as 
well as a structured definition of what to do. Nicholson (2007) emphasized that leaders must be 
inspirational and gaze across time to see valuable opportunities that are in store when they arrive 
at their destinations.  
Moreover, university presidents explained the necessity and the implications of sharing 
the vision, the effect of having a shared vision, the inclusion of personal interest of the personnel 
in formation of plans and deeming it as a part of organizational culture. Safrit et al. (2004) 
emphasized the need to train university presidents to inspire others and effectively develop a 
vision that is mutually agreed upon by faculty and employees. It is further noted that a good 
 
 116 
leader does not force his or her own ideas on the employees, but obtains ideas from them and 
thinks about how to integrate them in the plan of action.  
 The presidents also agreed to speak about the essence of working in the university, 
linking the position of faculty with the future output and performance of the academic institution.  
Christ (1999) noted that presidents play an integral role in actualizing the vision and directing the 
university towards progress. However, the statement related to enlisting others in pursing the 
common vision had a low degree of emphasis among the participants. The followers must 
believe that the leader has their interests and their needs at heart and can relate to their ideas. 
Therefore, presidents should be able to imagine and portray the future responsibilities in such a 
way that followers are attracted toward their perspective and feel inspired to be part of the 
leadership process (American Institute of Higher Education, 2011).  
Challenging the process. The university presidents have reported that they emphasize 
the need to set goals that are realistic, thus increasing the probability of attaining of the goals. 
For example, the financial crisis has altered the availability of funds for university presidents; in 
this case, as a leader, the president has to focus on setting goals that can be achieved despite the 
limitations of resources. London (1995) asserts that planning and goal setting are key 
responsibilities that entail the use of proactive thinking and behaviors. University presidents have 
illustrated the use of long-range thinking, motivating the faculty to work towards the goals. 
Considering an economic crisis, land-grant universities with many budget reduction 
decisions must be able to survive and meet the future vision. University presidents must cope 
with institutional changes and use their leadership skills to make difficulties decisions that help 
their institution survive in a time of economic challenge. University presidents are required now 
to develop skills pertaining to handling the financial, human and public relations aspects of being 
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the head of a university, thus requiring a different set of skills than what was needed in the initial 
phase of land grant universities (Rozboom, 2008). 
One of the main themes in challenging the process was related to taking risks by trying 
out new ideas. To enhance the degree of effectiveness of the faculty members, the university 
president encourages the use of new ideas and creative notions. It also helps the university 
presidents to avoid the pitfall of stagnation and to move the academic institution towards 
progression. Iskander (2008) has noted that university president use and also encourage the use 
of advanced technology by faculty to conduct classroom lectures. It not only strengthens the 
position of the university, but also helps it in improving its overall performance.  
Another important feature of this practice is that university presidents are still willing to 
take risks and experiment, even when they risk failure. They know that challenges should be 
made in order to achieve the goal.  Kouzes and Posner (2002) explain that leaders know that 
positive change involves experimentation and risk-taking. This is important because without 
taking a risk, it is impossible to know what else may lie ahead such as opportunities and possible 
greatness that comes in part by exerting effort through challenges. Kouzes and Posner (2002) 
discussed that leaders understand that experimentation and taking risk are learning processes that 
can lead to success or failure. In doing so, a president could uncover some newfound goals and 
opportunities. Presidents search for opportunities to change the status quo, and they look for 
innovative ways to improve their universities. 
However, presidents emphasized less trying out new and innovative ways of their work. 
They are willing to take or challenges, but with caution to avoid high-risk consequences. 
Describing how presidents could proceed with high-risk decisions, Goodman (2012; p. 13) 
described a leader as a “gambler.” Leaders are taking high-risk ideas as a way to move into the 
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future. It is a key for effective leadership. However, the author suggests a better way to handle 
high-risk consequences especially when the organization had faced pressure already such as 
economic challenges. The leader should involve more people in the decision-making process to 
reduce the possible risk involved. Also, according to Kouzes and Posner (2003), effective leaders 
need first to try small experiments for a large project in the form of model sites, pilot studies, and 
demonstration projects as a way to reduce high-risk consequence from their decision. Thus, 
leaders could prevent many problems and enhance chances for success. 
Encouraging the heart. The land-grant university presidents were found to be focusing on 
the leadership behavior of celebrating the accomplishments.  The leader offers encouragement to 
followers by focusing on their achievements and offering words of encouragement and 
appreciation (Kouzes and Posner, 2002). University presidents use a variety of methods to 
celebrate the accomplishments, such as sending concrete messages in birthday cards and signed 
notes of appreciation. At the same time, verbal acknowledgement of the effort and appreciation 
for the job done well were observed in the study. Madsen (2008) presented views about use of 
acknowledgement and appreciation by female university presidents. It has been stated that the 
use of rewards is utilized to enhance the level of motivation of the individuals who are rewarded. 
Therefore, university presidents offer acknowledge and praise achievement to encourage 
personnel and engage them in the same behavior in the future. 
Also, university presidents recognize the importance of celebrating the success of 
individuals through get-together events, recognition events, and award ceremonies. Some 
presidents acknowledge good performance with faculty award ceremonies and leaving signed 
notes. Another interesting finding in this regard is that a low number of presidents considered 
using creative rewards as a means of reinforcing positive behavior among the personnel. 
 
 119 
Langone (2006) described this practice as a way to enable leaders to be a source of confidence 
for their followers. 
Section Two: Leadership Practices Model of University Presidents at Land-grant 
Universities 
The second area of research concerned the differences among the land-grant university 
presidents in terms of the use of leadership practices of the LPI self-survey. The quantitative data 
clearly indicate the differences among the respondents through the application of ANOVA and 
Wilks’ Lambda Test. The pair-wise comparison shows that the university presidents perceive the 
leadership practice of EOA to be different from the other leadership practices of ISV, CTP, and 
ETH. On other hand, the university presidents were not able to establish a clear distinction 
between the practices of EOA and MTW, considering them interchangeable activities; however, 
they are distinct behaviors in reality.  
Pounder (2001) suggested the existence of a significant relationship between the 
leadership practices adopted by the leader of an academic institution and the resultant degree of 
success of the institution. The respondents in the study shared during the qualitative interviews 
that the integration of the five practices of leadership as identified by Kouzes and Posner (2002) 
definitely helped them in retaining their level of success despite difficulties and challenges from 
the external environment.  
Moreover, Bensimon (1989) observed the differences among the leadership practices of 
dealing with the faculty and employees. It has been found that the tenure of the presidents seems 
to have a significant influence on the use of leadership skills. In cases where a university 
president is more seasoned, the usage of multiple leadership skills is evident. The presidents 
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selected in the current study had a great deal of expertise in their domain. Thus, they were able to 
understand the needs of the faculty and employees and respond to them accordingly.  
As a result, a unique pattern was established from the responders related to leadership 
practices. As seen in Section one, the majority of presidents agreed that the leadership practice of 
“Enabling Others to Act” is the main practice; without this practice, they cannot achieve the 
outcomes of other practices. “Educational leaders who acknowledge that human interactions are 
basic to our lives, to the creation of meaning, and to the development of understanding are more 
likely to take full account of the why, who, what, where, and when of schooling” (Shields, 2006, 
p.76). In this context, the view of leadership originates from the ability of the university 
president to form good interpersonal relationships with people. It has been further argued that 
other practices seem to be meaningless if the leader is not able to form effective relationships 
with people. For example, president four said, “The most important is developing a special 
interpersonal relationship with people before any of this will work.” Simply speaking, presidents 
believed that if a leader does not have strong relationships with the followers, they could not 
work as a team and enhance the achievement of the organizational goals. The university 
presidents also seem to regard EOA as the most important practice, deeming it as a key force that 
facilitates the application of other practices. Therefore, this perspective has resulted in a high 
score for EOA. 
Although “Enabling Others to Act” was important, they could somehow not detach it from 
the concept of “Modeling the Way.” Presidents have discussed the importance of enabling 
others, while the interview question was related to modeling the way or vice versa. However, 
presidents are clear about the meaning of the two practices as seen in Section one, but they 
described the two practices as working together and not separated. For instance, President four 
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said, “Modeling the way couldn’t be achieved if we don’t clarify our values and beliefs. This 
only happens if we have strong relationships among each other.” Presidents understood how 
important it is to build a good personal relationship through actions that demonstrate what their 
values and beliefs are. Bush et al. (2010) have explained that the role of a leader does not simply 
define a person who provides direction to others, but it encompasses other factors as well. The 
values that a leader holds are manifested through their actions. Other studies indicated that an 
effective leadership style occurred within the human resource frame. This result indicated the 
importance of building good relationships between leader and follower as the heart of 
organizational success (Drummon, 2011 & Mills, 2004). 
The second part of the leadership model is that all of the presidents concluded that all of 
the practices were important and one could not work without the other. Presidents agreed that 
leaders should look at these five practices as a “PROCESS.” Parolini et al. (2009) agree with the 
principles of leadership by suggesting that there is a strong link between those five principles and 
the qualities attributed to servant leadership. Because a servant leader has a strong focus on 
helping other people in such a manner that they achieve their goals and targets, the five 
principles of leadership support this process of facilitation. McMurry (2010) suggests that the 
role of university presidents shifts from a traditional and bureaucratic leadership model to a more 
democratic leadership style such as transformational leadership. He found that the relational 
leadership model is the central theme among the university presidents. 
Moreover, an effective leader would be focused on the relationships among each other by 
having strong values and beliefs of how the collaboration and trust could achieve a common 
vision. Bush et al. (2010) explained that the tendency of a leader to focus on the development 
and maintenance of a vision alone is not enough to promote effectiveness. It has also been 
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asserted that if a leader focuses entirely on vision, it is likely to result in failure of leadership 
instead of effective leadership.  Presidents show how people behave towards one another by 
having strong values and beliefs of how the cooperation should achieve the shared vision. For 
example, President two stated, “Trust comes with building your relationship and listening and 
talking and having respect for everyone’s ideas and getting people involved in the process of 
vision making.”  
A sound relationship that involves trust helps everyone collaborate around the main 
vision easily. University presidents behave in ways, which are consistent with the policies and 
vision of the university. They also serve as a role model for the staff, faculty and students. 
According to, Brumfield and Miller (2006) deemed possession of interpersonal skills to interact 
effectively with internal and external stakeholders and having a vision to perceive as well as 
share that perception with others are regarded as key features of effective leaders in academic 
institutions (See Figure 5.1).  
A strategic approach that presidents used helps to better explain the plan to the followers 
and helps absolve the challenges by actively approaching the solution. Ramsden (1998) has 
emphasized the role of a leader as a strategic planner. To motivate followers, presidents provide 
them with a sense of direction and also involve rewards and incentives that can be a source of 
attraction for them (Pounder, 2001). The appreciation and encouragement also become a source 
of positive reinforcement for their followers, which motivate them to repeat positive actions in 
the future as well. 
An example explains the PROCESS of the five practices: first, to enable others to act, a 






















By modeling the behavior that the leader wishes the followers to act, the followers gain a better 
understanding by having a visual representation of the task. The whole point is to illustrate that a 
Enable Others to Act 
Model the Way 
Inspire a Shared Vision 
Challenge the Process 
Encourage the Heart 
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leader must be a follower first and act as he or she believes. In part, it is gaining the trust of the 
followers by showing that the leader would do what he or she told them to do. It is the process of 
building a relationship between leader and followers, and by doing so, enabling the follower to 
act.  Therefore, the similarities between the presidents included the importance of listening to the 
followers’ input and actively including them within the plan. By including them, followers feel 
as if they are an important aspect, and this motivates them to proceed with the goal.  
University presidents were aware of the importance of each practice that makes them an 
effective leader and enhances the organizational performance. They engaged highly in all five 
leadership practices that were discussed by Kouzes and Posner (2002). Also, “Enabling Others to 
Act” is the ultimate means to reach the goal in conjunction with “Modeling the Way.” In sum, 
the leadership practice model is a “PROCESS” in which all five practices work together to 
achieve the ultimate goal. This is how the presidents of land-grant universities described their 
leadership practices. 
Implications from the Study 
This study examined the leadership practices of presidents at land-grant universities using 
a self-perspective. The study can help current university presidents in understanding the process 
that leaders go through to be successful in administrating their organization. This study broadens 
the understanding of all stakeholders, particularly university presidents, to see that leadership 
practices play a critical role in organizational performance. The presidents in land-grant 
universities can identify how the leadership framework of Kouzes and Posner (2002) can be 
applied to enhance their level of effectiveness as a leader. In addition to this, the positive effects 
of five practices on organization can encourage the university presidents to facilitate the faculty 
and staff to play a role in success of academic institutions. The university presidents can also 
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identify the areas where they need to bring improvement to ensure that the staff and students are 
provided with adequate guidance and support. Moreover, the development and implementation 
of a strategic plan of action of land-grant university is dependent on the leadership skills of the 
university presidents. Therefore, the dissertation can provide invaluable information about the 
role leadership practices can play in strategy implementation. 
 Furthermore, the study serves to add to the existing literature review on leadership, 
specifically leadership in organizations with of limited resources such as public universities. 
Also, it could further be used to develop the curricula of administration leadership programs and 
get more emphasis on the important role of leaders in “Enabling Others to Act,” the first factor to 
enhance the leadership effectiveness and success of the organization. However, the leadership 
practice model developed in this study cannot replace the existing knowledge of literature on 
leadership, but rather supplement. It is important to understand the necessity of offering tangible 
and intangible rewards to the staff and faculty for their achievements. The reinforcement of 
desirable behavior results in reoccurrence of such behaviors. Furthermore, appreciation of 
creativity can also be a key area of consideration in enabling others to act. Presidents can faculty 
the faculty to use innovation for carrying out their responsibilities. University presidents need to 
support the personnel in brining creative solutions to the problems as well. The study also carries 
implications for government and state officials who can understand the importance of leadership 
skills of university presidents. They can also identify the level of competence of a leader on the 
basis of five practices of leadership. 
Higher education institutions are exposed to changing external environment, as officials 
are well aware of the need to adapt to the changing environment. The study can help them in 
understanding necessary leadership skills through which a university president can support HEIs 
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during times of change. The research can further provide knowledge to university presidents that 
how the staff and faculty can be supported in adjusting to the changes. The administration of the 
universities can also benefit from the study as they can also adopt the five practices of leadership 
in their dealing with other people. Therefore the leader can create an environment that supports 
individual as well as organizational growth and development in the university.  
To gain more insight into the leadership practices of university presidents, a replication of 
this study can be conducted using self and observer perceptions of university presidents. LPI 
survey and interview of university presidents and followers can be conducted to identify the 
differences in the perception of leaders and followers for leadership practices. The university 
presidents can be asked to fill LPI survey keeping in view their leadership practices. The 
followers can fill the LPI survey keeping the president’s leadership practices in view. Thus, it 
will provide the perspective of university president and followers about the capability of the 
president for being a leader. This type of study would be of interest to the presidents, who can 
benefit by seeing how their followers perceive them. 
Moreover, the position of the university president is the most critical leadership role in 
the university system. It is important to understand the role of leaders in higher education and 
expand our knowledge of the presidency leadership. This study was limited to the number of 
participants to meet the objective of the study. Further study could use a larger sample and 
include all presidents at public universities or could compare the leadership practices of 
university presidents at public and private universities to see if there is a unique pattern of 
leadership practices between the two samples or to identify the differences between the two 
samples. Such a study would give a better picture of the leadership practices of university 
presidents. Moreover, researchers need to consider the difficulty of getting adequate responses 
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from university presidents, who have many responsibilities and travel often throughout the year. 
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A List of All Land-Grant Universities 
N Land-grant University 
1 Alabama A&M University 
2 Auburn University 
3 Tuskegee University 
4 University of Alaska, Fairbanks 
5 University of Arizona 
6 University of Arkansas Pine Bluff 
7 University of California-Berkeley 
8 Colorado State University 
9 University of Connecticut 
10 University of Delaware 
11 University of the District of Columbia 
12 Florida A&M University 
13 University of Florida 
14 University of Georgia 
15 University of Guam 
16 University of Hawaii 
17 University of Idaho 
18 University of Illinois 
19 Purdue University 
20 Iowa State University 
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N Land-grant University 
21 Kansas State University 
22 Kentucky State University 
23 University  of  Kentucky 
24 Louisiana State University 
25 Southern University 
26 University of Maine 
27 University of Maryland-College Park 
28 Massachusetts Institute of Technology-University of Massachusetts 
29 Michigan State University 
30 University of Minnesota 
31 Alcorn State University 
32 Mississippi State University 
33 Lincoln University 
34 University of Missouri 
35 Montana State University-Bozeman 
36 University of Nebraska 
37 University of Nevada, Reno 
38 University of New Hampshire 
39 Rutgers-the State University of New Jersey 
40 New Mexico State University 
41 Cornell University 
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N Land-grant University 
42 North Carolina A&T State University 
43 North Carolina State University 
44 North Dakota State University 
45 Ohio State University 
46 Langston University 
47 Oklahoma State University 
48 Oregon State University 
49 Pennsylvania State University 
50 University of Rhode Island 
51 Clemson University 
52 South Carolina State University 
53 South Dakota State University 
54 Tennessee State University 
55 University of Tennessee 
56 Prairie View A&M University 
57 Texas A&M University 
58 Utah State University 
59 University of Vermont 
60 University of the Virginia Island 
61 Virginia Polytechnic Institute & State University-Virginia State University 
62 Washington State University 
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N Land-grant University 
63 West Virginia University 
64 University of Wisconsin-Madison 
65 University of Wyoming 
Note: The table presents the names of all land-grant Universities adapted from Higher 

































President’s Cover Letter 
To:    [president email] 
From:    waldigri@yahoo.com 
Date: 
Subject:    leadership Profile Inventory Survey Instrument 
Body:    Dear university President [last name], 
Leadership practices of university presidents are an important subject for academic 
leaders. However, no research has been done to evaluate leadership practices of 
university presidents of Land-grant University before. Therefore, I am requesting your 
participation in an investigation of this essential roless of leadership. This study 
constitutes one of the requirements to complete my doctorate in the department of 
Educational Leadership Studies at West Virginia University.  
The study aims to examine the leadership practices of university presidents of land-grant 
universities across the United States. The findings of this research will be essential in 
understanding the role of university presidents in HHigher Education. The Leadership 
Profile Inventory survey will take approximately 10-15 minutes of your time to complete. 
This research approved by the West Virginia University Institution Review Board (IRB). 
Hence, all names of participants and institutions will remain anonymous in the final 
research report. Your questionnaires will be identified by a code for follow-up purposes 
only. Your participation in this research is entirely voluntary.  
 
 For any questions regarding the study please Email me at waldigri@yahoo.com or you 
can contact my dissertation advisor Dr. Paul Chapman at  
paul.chapman@mail.wvu.edu 
 
 Thank you very much for your assistance. 
 




West Virginia University 
 







President’s first reminder 
To: [president email]  
From: waldigri@yahoo.com 
Subject: leadership Profile Inventory Survey 
Body: Dear university President [last name], 
This is a courtesy reminder of the leadership profile inventory survey that was sent to you 
approximately two weeks ago. If you have already responded to the electronic survey, 
thank you very much. If not, I will appreciate your feedbacks, which is very important to 
the completion of my study. 
For any questions regarding the study please Email me at waldigri@yahoo.com or you 
can contact my dissertation advisor Dr. Paul Chapman at paul.chapman@mail.wvu.edu 
 
 







West Virginia University 
 




















President’s second reminder 
To:    [president email] 
From:    waldigri@yahoo.com 
Date: 
Subject:    Courtesy Reminder 
Body:    Dear university President [last name], 
                 
Thank you so much for taking your time to read my email. One month ago, I sent you   a 
leadership Profile Inventory survey. I understand that this is the beginning of the semester and 
you must be very busy. However, I would really appreciate if you could spare at least 10-15 
minutes of your time to respond to this survey, which is very important to the completion of my 
dissertation. The study will inform me, educational administrators, and other scholars in the 
leadership practices of university presidents of land-grant universities. Your response to this 
survey is truly appreciated.  
 
 
 For any questions regarding the study please Email me at waldigri@yahoo.com or you can 




 Thank you very much for your assistance. 
  




West Virginia University 
 

















Interview Request (First Email) 
 To:    [president email] 
 From:    waldigri@yahoo.com 
Date: 
Subject:    Interview Request 
Body:    Dear university President [last name], 
 
Thank you for you participation in the Leadership Profile Inventory survey. After I analysis the 
survey results, an interview is request your participation to complete the second part of my study.  
The study aims to examine the leadership practices of university presidents of land-grant 
universities across the United States. The findings of this research will be essential in 
understanding the role of university presidents in Higher Education. The interview questions will 
take approximately one hour of your time to complete. All names of participants and institutions 
will remain anonymous in the final research report. Your questionnaires will be identified by a 
code for follow-up purposes only. Your participation in this research is entirely voluntary.  
 
 For any questions regarding the study please Email me at waldigri@yahoo.com or you can 
contact my dissertation advisor Dr. Paul Chapman at  
paul.chapman@mail.wvu.edu 
 
 Thank you very much for your assistance. 




West Virginia University 
 














Interview Request (Fellow-up Email) 
To:    [president email] 
From:    waldigri@yahoo.com 
Date: 
Subject:    Interview Request 
Body:    Dear university President [last name], 
 
Thank you for your email. I would like to know the best time and day for you to do the 
interview.  
The interview questions will take approximately one hour of your time to complete. Moreover, 
all names of participants and institutions will remain anonymous in the final research report. 
Your questionnaires will be identified by a code for follow-up purposes only. Your participation 
in this research is entirely voluntary.  
 
 For any questions regarding the study please Email me at waldigri@yahoo.com or you can 
contact my dissertation advisor Dr. Paul Chapman at  
Paul.chapman@mail.wvu.edu 
 
 Thank you very much for your assistance. 
    
 




West Virginia University 
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